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CHAPTER  I 


Introduction 

The  perceptions  and  opportunities  of  missile  combat  crew  officers  in 
the  development  of  their  careers  is  the  subject  of  this  study.  An  exam- 
ination of  the  available  career  development  programs  for  the  missile  of- 
ficer through  the  Military  Personnel  Center  (MPC),  Randolph  Air  Force  Base, 
Texas  and  the  Career  Development  Branch  of  the  Directorate  of  Personnel, 
Strategic  Air  Command  (SAC)  Headquarters,  Offutt  Air  Force  Base,  Nebraska, 
will  be  reviewed.  The  study  will  show  which  of  the  available  programs  are 
used  by  the  subject  officers  and  when  they  become  aware  of  the  opportuni- 
ties available  to  them.  The  points,  of  contact  for  career  information  and 
their  influence  on  the  perceptions  of  missile  officer  career  development 
will  be  investigated.  The  study  also  involves  the  extent  to  which  SAC 
missile  officers  perceive  they  can  influence  their  career  development. 

The  Missile  Management  Working  Group  and  the  MPC  missile  career  mon- 
itors will  be  studied  to  show  the  amount  of  influence  they  can  have  on 
career  development.  The  Career  Progression  Survey  with  responses  from 
the  missile  crew  officers  at  McConnell  and  Malmstrom  Air  Force  Bases  will 
provide  the  data  necessary  to  examine  the  career  development  of  missile 
officers. 


Review  of  the  Literature 


Career  Development 

The  SAC  Personnel  Plan  (1974)  states  that  one  of  SAC's  personnel 
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To  maintain  a force  consisting  of  generalists  and  specialists  which 
allows  for  career  development  and  broad  utilization  of  the  career 
element  and,  at  the  same  time,  provides  an  adequate  number  of  ca- 
reerists for  the  executive  and  managerial  direction  of  highly  spe- 
cialized function.  To  provide  career  development  and  assist  offi- 
cers in  obtaining  career  broadening  opportunities  as  necessary  to 
insure  officers  acquire  the  experience  base  needed  to  assume  po- 
sitions of  increased  responsibility  and  scope  as  they  progress  in 
rank. 

This  shows  SAC 1 s commitment  to  the  development  of  the  officer's  career, 
both  for  his  good  and  "for  the  good  of  the  service". 

Prior  to  1968,  Officer  Career  Development  programs  in  the  Air  Force 
were  neither  operational  nor  effective.  Career  development  as  a viable 
program  came  into  being  with  the  publication  of  Air  Force  Manual  (AFM) 
36-23,  "Officer  Career  Management",  in  February,  1968.  AFM  36-23,  re- 
vised in  1972,  indicates: 

Officer  development  is  a joint  enterprise  in  which  the  Air  Force 
has  the  responsibility  to  provide  the  opportunity  for  the  officer 
to  compete  for  positions  of  responsibility  - supervisory,  staff, 
and  command  - and  the  officer  must  then  apply  himself  in  a man- 
ner to  take  advantage  of  these  available  career  opportunities. 

The  Air  Force  will  not  'spoon  feed'  him.  Each  officer  should  con- 
sider career  development  as  an  individual  responsibility.  The 
Air  Force  will  provide  guidance  and  assistance  in  career  planning, 
but  the  officer  must  take  the  initiative  to  work  out  problems  and 
achieve  the  knowledge,  attitude,  and  capabilities  needed  to  hold 
successfully  a progression  of  challenging  positions. 

Each  revision  of  the  Air  Force  manuals  concerning  career  development 
and  related  programs  has  continually  stressed  the  responsibility  of  the 
officer  concerning  his  career.  Brigadier  General  Robert  R.  Scott  empha- 
sized this  in  1974  when  he  said:  "Your  future  opportunities  are  in  this 

book  (Missile  Career  Development  Handbook),  the  rest  is  up  to  you."  Thus, 
it  can  be  seen  that  the  development  of  a career  is  just  one  individual's 
job,  the  affected  officer. 

The  responsibilities  of  an  officer  in  career  development  are  defined 
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in  AFM  36-23  as  being  an  officer  who: 


a.  Prepares  himself  to  take  advantage  of  career  opportunities  by 
planning  his  career,  using  all  available  career  information 
and  guidance. 

b.  Implements  his  career  plan  by: 

(1)  Performing  his  assigned  duties  to  the  utmost  of  his 
abilities. 

(2)  Seeking  additional  duty  responsibilities,  to  expand 
rapidly  his  qualifications  and  competency  to  assume 
more  complex  duties. 

(3)  Investigating  all  potential  career  opportunities  and 
availing  himself  of  them.  This  included  any  desires 
for  duty  Air  Force  Speciality  Code  (AFSC)  change  for 
support  officers  as  outlined  in  AFM  36-11. 

(4)  Actively  seeking  advice  on  his  duty  performance  and 
career  objectives. 

(5)  Accurately  communicating  his  career  plan  to  higher 
echelons  by  maintaining  a current  AF  Form  90. 

(6)  Understanding  the  personnel  system  as  it  affects  him, 
so  he  can  use  it  in  achieving  his  career  objectives. 

(7)  Devoting  sufficient  off-duty  time  to  enrich  his  tech- 
nical or  professional  military  knowledge. 

c.  Requests  prompt  classification  action  to  upgrade  his  Air  Force 
Speciality  skill  level,  when  he  meets  all  mandatory  qualifica- 
tions. 

d.  Insures  that  his  basic  personnel  records  are  accurate  at  all 
times,  so  that  personnel  officers  at  all  echelons  will  have 
adequate  information  for  making  proper  career  decisions. 

The  Air  Force  goes  on  to  say,  "After  taking  inventory  of  personal 
and  career  assets,  the  officer  should  be  able  to  assess  his  present  qual- 
ifications, reconsider  previous  goals,  and  adjust  them  to  reality"  (AFM 
36-23,  1972).  The  officer  through  the  use  of  the  Air  Force  Form  90, 
"Officer  Career  Statement",  has  a direct  communication  channel  with  the 
Air  Force  human  resources  managers  and  is  able  to  inform  them  of  his 
career  goals  and  desires. 

Often  called  the  "Dream  Sheet",  the  Form  90  is  the  formal  communica- 
tion mode  by  which  individual  career  goals  can  be  directed  to  a personnel 
officer.  Through  the  completion  of  this  form  the  individual  can  formally 
announce  to  the  human  resource  managers  his  personal  qualifications  and 
preferences  for  assignment,  positions,  duty  locations  and  educational 
priorities. 
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The  Air  Force  Career  Progression  Guides  (AFM  36-23,  1972),  shown  in 
Table  I,  reflect  the  phases  of  development  within  each  field.  These 
guides  were  constructed  to  assist  the  individual  in  determining  his  per- 
sonal and  professional  career  decisions.  The  phases,  related  to  the  of- 
ficer's years  of  service,  military  grade,  technical  and  service  schools, 
educational  level,  special  qualifications  and  job  assignments,  are: 

1)  Initial  (0  through  2 years),  2)  Intermediate  Development  (3  through 
6 years),  3)  Advanced  Development  (7  through  14  years),  4)  Staff  (15 
through  21  years),  and  finally,  5)  Executive  Leader  (22  years  and  over). 
This  guide  gives  each  officer  the  necessary  direction  to  develop  his  ca- 
reer along  the  sugc-.sted  path  while  retaining  the  necessary  flexibility 
to  expand  his  career  in  other  areas  if  he  feels  so  compelled. 

The  Air  Force  gives  the  officer  the  necessary  tools  to  develop  his 
career,  and  at  the  same  time  charges  him  with  the  responsibility  for  in- 
dividual career  development.  The  Officer  Career  Development  Division  of 
the  Military  Personnel  Center  has  career  monitors  available  to  assist  the 
individual  in  the  formulation  of  his  career  development  plan.  Goals  of 
the  monitors  include  a career  review  of  all  officers  at  least  once  every 
three  years,  and  again  prior  to  the  time  of  their  reassignment.  The  pri- 
mary function  of  this  monitoring  involves  a comprehensive  examination  of 
the  career  progress  of  the  officer,  counseling  him  if  necessary,  deter- 
mining the  optimum  career  path  for  him,  and  recommending  assignment  and 
training  actions  to  personnel  managers  who  will  decide  his  assignment 
(Trout,  1970). 

Initial  contact  for  SAC  officers  upon  consideration  for  reassignment 
comes  from  the  Career  Development  Branch  of  the  Directorate  of  Personnel, 
SAC.  The  workings  of  this  office  are  similar  to  its  counterpart  at  MPC. 
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CAREER  PROGRESSION  GUIDE— MISSILE  OPERATIONS 
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TABLE  I— Continued 


CAREER  PROGRESSION  GUIDE— MISSILE  OPERATIONS  (Continued) 


ASSIGNMENTS 


Career  Specialist: 

Officer*  will  occupy  senior  command/staff  position*  at  all  level*  of  organization.  Mo*t  0086 
psclt lent  %!ll  be  manned  by  officers  with  this  level  of  experience.  Selected  oitstandtng  officer* 
will  be  assigned  to  command  positions  at  Wing,  Division,  and  higher  level  in  either  AFS  0086 
or  0002  (General  Officer),  a*  appropriate. 


Career  Specialists: 

Selected  officers  will  occupy  key  staff  position*,  requiring  extensive  management  abilities,  at 
alt  levels  of  command,  a few  Lieutenant  Colonels  will  make  the  transition  into  0086  duties. 


Nona  pedal  1st: 

Few  officers  will  enter  the  field  for  broadening.  Rated  and  non- rated  officers  will  normally 
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Career  Specialist: 

- Officers  will  be  assigned  to  responsible  staff  positions  at  Wing, 
Division,  NAF,  MAJCOM  and  HQ  USAF, 

- Selected  officers  who  have  demonstrated  outstanding  potential  for 
advancement  within  the  Missile  Operations  field  will  be  assigned  to 
responsible  staff  positions  in  the  4315CCTS,  3901SMES  or  to  Wing, 
Division,  NAF,  MAJCOM,  3nd  HQ  USAF  positions. 

Nonspecialist: 

Officers  entering  the  field  for  broadening  and  potential  career  missile 
officers  will  integrate  into  the  crew  force  as  crewmembers.  Those  who 
demonstrate  outstanding  potential  will  advance  to  higher  positons,  for 
example,  instructor  or  standardization  duties. 


Ciiwt  Speclallat: 

Most  officers  should  upgrade  to  crew  commander  during  the  3rd  or  4th 
year.  Highly  qualified  crew  commanders  will  be  appointed  to  instructor 
or  standardization  crews.  "Selected  crewmembers  will  be  assigned  as 
instructors,  evaluators,  or  to  staff  positions  in  the  4315CCTS  (ORT)  or 
3901 SMES  or  to  staff  positions  at  Wing,  Division,  NAF,  or  MAJCOM." 

Noni  poclal  1st: 

Officer*  entering  the  field  for  broadening  will  be  intsg rated  Into  tbs  errw  fore*  In 
positions  commensurate  with  their  rank  and  abllitls*. 

Career  Specialists: 

There  will  be  a limited  number  of  upgrades  to  crew  commander.  Selectsd  dsputy  crew 
commanders  will  be  appointed  to  Instructor  and  standard  la  at  ton  crews.  A normal  assign- 
ment will  imrolvl  completion  of  local  upgrade  training  and  performing  duty  as  a dsputy 
crew  commander  on  a line  crew. 


OPTIMUM  PHASE  POINTS 


YEAR 


I I 
I i 


Career  specialist*  *nter  doc- 
torate program:  non  rat.' d 13-14 
year  point;  rated  15-16  year 
potnt.  Earlier  or  later  entry 
predicated  on  Air  Force  re- 
quirement*. 


Transition  limited  number 
rated  career  specialist*  back 
from  rated/rated  management 
specialties. 


rated  management  specialties. 


Transition  rated  officers  into 
field  via  AFTT  technical  train- 
ing 


Carter  specialist  enter  ATTT 
gradual 3 program 


Basic  AFSC  technical  course 
earliest  date 


“1 
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22 

21  j 
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Return  limited  number  o!  rated  . 1 9 
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17 


i 16 

! 15 
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rated/rated  management  ape- 
claltlea  upon  completion  0!  DDA 


' 1 3 
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8 
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5 
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The  difference  is  that  SAC's  Career  Development  Branch's  sole  concern  is 
officers  assigned  to  SAC,  while  the  MPC  counselors  are  assigned  to  moni- 
tor all  individuals  in  a specific  AFSC  throughout  the  Air  Force.  Addi- 
tional assistance  is  available  for  the  officer  from  the  Missile  Management 
Working  Group. 

The  SAC  Missile  Management  Working  Group  was  founded  in  1971  to  iden- 
tify and  resolve  problems  within  the  missile  field  and  to  seek  means  of 
improving  missile  duty  (Brooksher  and  Scott,  1973).  At  the  time  of  the 
data  collection  the  individual  who  was  chairman  of  the  Missile  Management 
Working  Group  was  Captain  Richard  Farkas.  His  work  included  briefings  at 
the  base  level  to  both  the  individual  officers  and  their  spouses.  Also 
included  in  the  Missile  Management  Working  Group's  responsibilities  is 
the  advancement  of  the  missile  career  field  at  the  headquarters  level. 

The  Missile  Management  Working  Group  publishes  The  Missile  Career  Develop- 
ment Handbook  which  outlines  the  positions  available  to  trie  missile  offi- 
cer in  the  missile  field.  Along  with  the  job  descriptions  are  brief  bio- 
graphical sketches  of  the  incumbents.  The  handbook  can  be  a valuable  tool 
in  the  selection  of  a possible  job  for  the  missile  specialist. 

A typical  course  of  events  in  the  assignment  of  an  officer  to  be  re- 
assigned was  reported  by  Major  Myron  B.  Trout  (1970),  a comptroller  ca- 
reer monitor  at  MPC. 

Assignment  actions  for  officers  reported  available  for  reassign- 
ment, i.e.  overseas  returnees,  officers  completing  controlled 
tours,  officers  completing  AFIT  programs,  come  first  to  the  Ca- 
reer Development  Division  (MPC).  This  occurs  approximately  nine 
months  before  the  scheduled  reassignment.  The  officer's  record 
and  his  Career  Objective  Statement  (Form  90)  are  reviewed  along 
with  any  informal  case  file  information  which  Career  Monitors 
have  established  for  officers  with  whom  they  have  had  individual 
contact.  Based  on  this  review  and  contacts  with  the  individual 
and  major  command  comptrollers,  the  monitors  recommend  appropri- 
ate jobs  for  the  officer  assignment  to  the  assignment  activity. 
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Then  they  assign  the  officer  to  a specific  job  or  command... 

This  process  doesn't  guarantee  that  the  Career  Monitor  will  make 
the  right  recommendations,  or  that  they  will  be  followed  in  every 
case.  It  does  represent  a major  step  in  getting  the  desires  and 
career  development  needs  of  the  individual  more  fully  considered 
in  the  total  assignment  process. 

It  is  now  readily  apparent  that  there  is  a combination  of  inputs  that 
results  in  an  assignment  for  the  officer.  Individual  needs  and  desires 
are  matched  to  the  requirements  of  the  service.  Individual  effort  in  pre- 
paring a career  development  program  combined  with  selective  placement  by 
personnel  specialists  should  produce  an  assignment  suitable  to  both  parties. 

The  most  important  tool  that  the  officer  has  is  himself  and  his  ability 
to  plan  ahead  and  remain  flexible,  not  only  towards  his  own  needs  but  those 
of  the  service.  Hopefully,  this  will  make  the  officer  not  only  an  effec- 


tive professional  but  a satisfied  individual.  Lt.  Col.  Robert  J.  Mellody 


(1974)  discussed  the  important  points  in  career  development  planning.  He  1 
wrote:  j 

J 

All  good  planning  begins  with  long  range  objectives,  not  your  next  ? 

assignment. . .Good  planning  dictates  that  short  term  objectives  con- 
form to  long  term  goals... Each  objective  should  keep  you  on  track 
toward  the  more  distant  goal .. .Timing. . .Most  officers  should  con- 
sider a career  broadening  assignment  at  some  point  in  their  career 
...Advancing  your  Academic  and  Professional  Military  Education  gen- 
erally increases  your  potential .. .Planning  is  of  no  avail  if  your 
performance  is  lacking. . .Performance  always  has  been  and  always 
will  be  the  key...  ■ 

< 

Some  of  the  particulars  in  a performance  record  that  demonstrate^ 
potential  include: 


A personal  goal  or  an  attitude  that  there  is  a better  way  to  do 
things.  Change  is  inevitable,  and  if  you  can  not  find  a better  I 

way,  someone  else  surely  will.  The  officer  who  consistently  j 

identifies  needed  changes  and  works  to  achieve  them  has  demon-  j 

strated  potential.  j 

Objectives  are  important;  they  afford  an  opportunity  to  measure  j 

your  own  progress.  They  must  be  periodically  evaluated  to  bring  ] 

them  into  the  realities  of  a changing  environment.  Your  AF  Form  j 

90,  Officer  Career  Objective  Statement,  should  reflect  these  j 

objectives. 
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Consider  a broadening  assignment  at  some  point  in  your  career.  An 
officer  who  can  perform  well  in  more  than  one  speciality  is  gener- 
ally demonstrating  potential.  The  question  of  when  and  how  to  "ca- 
reer broaden"  is  an  individual  one  and  the  officer  should  discuss 
this  with  the  career  development  specialists  at  his  major  command 
or  with  MPC. 

Officers  should  make  every  effort  to  improve  their  management  and 
professional  skills.  Advanced  degrees  are  available. . .While  only 
a small  percentage  can  attend  the  professional  military  schools  in 
residence,  everyone  may  complete  them  by  correspondence  or  seminar. 

The  officer  who  uses  this  option  demonstrates  a desire  for  self 
improvement  and  a commitment  beyond  his  normal  duty  responsibili- 
ties. 

Career  improvement  is  a matter  of  attitude  and  the  ability  to 
perceive  the  need  for  change,  and  then  acting  upon  that  need 
(TIG  Brief,  1973). 

Information  is  available  for  each  officer  concerning  the  actions  and 
the  performance  expected  by  the  Air  Force  to  insure  an  officer's  continued 
success. 


Surveys,  Reports,  and  their  Conclusions 

Shenk  (1968)  studied  the  reasons  for  the  failure  of  adequate  numbers 
of  officers  serving  initial  active-duty  tours  to  select  the  Air  Force  as 
a career.  This  problem  can  affect  mission  requirements  and  inflict  man- 
power planning  problems  through  a reduced  level  of  qualified  individuals. 

A sample  of  5,600  subjects  were  selected  from  officers  who  entered  the  Air 
Force  during  1963-1964  as  second  lieutenants.  The  subjects  were  surveyed 
prior  to  their  entering  active  duty  and  are  being  resurveyed  each  year  on 
essentially  the  same  attitudinal  items  in  order  to  quantify  changes.  In- 
cluded in  each  of  the  surveys  is  an  attitude  measurement  titled  "The  Job 
Importance-Job  Possibility  Scale".  In  this  scale,  twenty-three  job  char- 
acteristics or  rewards  were  listed.  The  respondent  was  asked  to  rate  each 
characteristic  on  a five  point  scale,  first  with  respect  to  its  importance 
to  him  and  then  considering  the  possibility  of  obtaining  it  in  the  Air 
Force. 
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In  the  analysis  of  these  two  factors,  one  of  the  factors  high  in  im- 
portance but  low  in  possibility  of  attainment  was  "...Have  a say  in  what 
happens  to  you..."  On  the  table  entitled  "Rank  Order  of  Importance  and 
Possibility  Scale  Items  for  the  Second  Through  Fifth  Year  Active  Duty  for 
All  Commissioning  Sources  Combined",  the  category  "Have  a say  in  what  hap- 
pens to  you..."  increased  in  importance  over  the  years  (Shenk,  1970).  In 
the  second  and  third  year  surveys  the  self-determination  concept  had  a 
ranking  of  twenty-one.  The  fourth  year  survey  indicated  another  change 
in  both  of  the  ratings.  The  Importance  factor  moved  up  to  3.5  while  the 
possibility  of  Attainment  moved  up  from  twenty-one  to  a ranking  of  eigh- 
teen. Finally,  in  the  fifth  year  the  ratings  moved  once  again.  Impor- 
tance moved  up  to  three  and  the  Possibility  of  Attainment  decreased  again 
to  twenty. 

These  results  indicate  that  it  is  an  important  consideration  to  the 


officers  to  be  able  to  have  something  to  say  about  what  happens  to  the 


but  the  possibility  of  that  happening  was  considered  remote. 

MPC  presents  the  results  of  their  Sample  Survey  in  quarterly  reports. 
The  October,  1973  report  requested  all  officers  surveyed  on  their  initial 
active  duty  service  commitment  (IADSC)  to  identify  the  most  favorable 
factor(s)  and  second  most  important  favorable  factor(s)  which  had  or  would 
influence  them  to  make  the  Air  Force  a career.  In  the  ranking  of  the  sec- 
ond most  important  favorable  factor,  "Say  in  assignments..."  received  six 
percent  of  the  responses. 

In  a combined  total  percentage,  computed  by  the  following  formula: 

Most  Important  + Second  Most  Important 

c c X 100.  Say  in  assignments..." 

accounted  for  five  percent  of  the  total. 


rn  n 
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The  unfavorable  attitudes  were  also  measured.  "Little  say  iri  as- 
signments" received  thirteen  percent  of  the  most  unfavorable  responses 
and  fifteen  percent  of  the  second  most  unfavorable  responses.  The  com- 
puted combined  total  equaled  fourteen  percent. 

From  the  March,  1971  report  to  the  March,  1973  report  "Little  say 
in  assignments"  dropped  from  sixteen  to  ten  percent.  This  could  be  the 
result  of  increased  awareness  on  the  part  of  the  officer  of  the  programs 
available  or  it  could  be  the  result  of  increased  Air  Force  awareness  of 
individual  career  development. 

The  April,  1974  Sample  Survey  Results  posed  the  question:  "I  have 

as  much  to  say  about  what  happens  to  me  in  the  Air  Force  as  I would  ex- 
pect in  a civilian  job".  The  results  were: 

Positive  * Undecided  **  Negative  ***  Overall 
Agree:  47  24  9 30T 

Disagree:  43  67  86  61 

Undecided:  10  9 5 9 

* 45%  of  respondents  had  a positive  career  intent. 

**  28 % of  respondents  had  an  undecided  career  intent. 

***  27%  of  respondents  had  a negative  career  intent. 

Brooksher  and  Scott  (1973)  in  their  study  of  the  Intercontinental 
Ballistic  Missile  Operations  career  field  surveyed  current  and  former 
missile  combat  crew  members.  They  also  conducted  two  informal  surveys, 
one  with  senior  staff  members  and  the  other  with  members  of  the  3901st 
Strategic  Missile  Evaluation  Squadron.  They  found  that  55.8%  of  the 
current  crew  members  consider  the  missile  career  field  to  be  a duty  with 
some  future,  while  52.1%  of  former  crew  members  believed  it  to  have  a 
very  promising  future.  Of  the  former  crew  members  64.8%  felt  the  Mis- 
sile Management  Working  Group's  activities  had  been  effective,  while  18% 
said  they  were  not  -familiar  with  the  group.  However,  among  current  crew 
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members  who  claimed  knowledge  of  the  group  only  28.7%  felt  it  was  ef- 
fective and  25.5%  felt  they  were  not  effective.  The  balance  were  not 
familiar  with  the  group. 

In  their  recommendations  Brooksher  and  Scott  suggest,  "Establish  a 
career  broadening  program  for  missile  officers  that  will  permit  the  con- 
trolled assignment  of  outstanding  missile  officers  to  other  fields  for 
career  broadening  and  subsequent  return  to  missile  duty. . .Continue  ef- 
forts to  strengthen  the  Missile  Management  Working  Group  by  assuring  high 
level  interest  and  support  throughout  the  SAC  staff..." 

Williams  (1972)  recommended  that  officers  be  selected  for  missile 
duty  only  after  they  have  served  a minimum  of  one  tour  in  a different  ca- 
reer field.  Due  to  the  retainability  requirements,  officers  selected  for 
missile  duty  would  have  to  be  career  officers.  As  a career  broadening 
assignment,  this  would  provide  a large  portion  of  the  non-rated  officer 
force  with  operational  experience.  He  also  suggested  that  rated  supple- 
ment officers  be  assigned  to  the  missile  career  field  for  a four  year 
tour  only  to  augment  the  missile  crew  force. 

LeClercq  (1973)  commented  that  it  would  be  difficult,  if  not  impos- 
sible, to  find  fault  with  the  Air  Force  Career  Development  Program.  If 
the  elements  were  properly  utilized,  and  if  all  responsibilities  were 
carried  out  to  their  fullest,  this  program  would  undoubtedly  stand  as 
one  of  the  truly  revolutionary  pillars  of  modern-day  management.  His 
recommendation  includes  a redefining  of  the  published  objectives  of  the 
Career  Development  Program  to  reflect  more  emphasis  on  providing  the  means 
\ by  which  an  individual  can  progress  through  a successful  career.  Ad- 

ditionally, more  emphasis  should  be  placed  on  doing  things  with  the  of- 
ficer and  less  on  doing  things  to  and  for  the  individual.  Also  he 
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recommends  simplifying  the  management  structure  of  the  program.  In  ad- 
dition, LeClercq  suggests  redefining  the  responsibilities,  as  set  forth 
in  AFM  36-23,  for  managing  the  Career  Development  Program,  in  order  to 
be  more  meaningful  and  more  realistic.  Responsibilities  should  be  as- 
signed so  as  to  provide  the  officer  concerned  with  a clear  understanding 
of  what  is  expected.  Responsibilities  should  be  assigned  to  permit  clear 
accountability  for  the  management  of  the  various  aspects  of  the  program. 
LeClercq  strongly  urged  professional  counseling  for  officers  to  be  ac- 
complished in  one  of  three  ways:  a)  utilize  the  professional  counselors 

available  at  the  Base  Education  Office,  b)  establish  a new  Air  Force 
Speciality,  c)  or  close  the  feedback  loop,  developing  a new  form  for 
return  to  the  officer  concerned.  He  further  suggested  a redesign  of  the 
AF  Form  90  and  a recommendation  to  place  special  emphasis  on  "face  to 
face"  communication  through  the  use  of  small  group  processes.  These 
practices  are  currently  in  effect  in  the  missile  operations  career  field. 

Belt  and  Parrott  (1972}  determined  that  officers  tended  to  make  a 
career  decision  late  in  their  initial  active  duty  obligation.  Officers 
on  their  IA0SC  were  likely  to  make  the  decision  during  the  second  or 
third  year  of  service.  Those  officers  with  positive  career  intent  tend 
to  make  the  decision  quite  late,  most  likely  at  the  end  of  their  first 
term  of  service.  These  factors  are  important  when  correlated  with  the 
awareness  of  career  development  by  the  newer  officer. 

A Study  in  Officer  Motivation  (1967)  concluded  that  the  officers  of 
today  look  beyond  monetary  and  material  benefits  for  job  and  career  sat- 
isfaction. Their  higher  educational  level  and  growth  potential  make  them 
more  aware  of  their  psychological  growth  (esteem)  needs  than  in  the  past. 
Also,  these  officers  will  willingly  endure  hardships  in  their  current 


T 


«■  -'io 


14 


jobs  if  they  perceive  future  opportunities  to  progress  into  higher  level 
jobs.  And  most  important  to  this  study,  A study  in  Officer  Motivation 
concluded  that  the  motivation  of  non-rated  officers  may  be  increased 
through  improved  personnel  policies  relating  to  assignments  and  career 
planning. 
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Definitions 

Air  Force  Speciality  Code;  Four  numbers  used  to  define  the  field  in  which 
the  officer  is  currently  proficient,  i.e.  1825  is  the  missile  operations 
career  field  AFSC. 

Career  Broadening  Assignment:  The  assignment  of  an  officer  to  an  AFSC  out- 

side of  his  primary  utilization  field. 

CBPO:  Consolidated  Base  Personnel  Office... The  base  level  personnel  office. 

Combat  Ready  Time:  Service  time  accrued  on  a combat  crew,  missile  or  air- 
craft, when  the  officer  is  proficient  in  that  weapon  system  and  is  judged 
to  be  combat  qualified. 

Deputy  Missile  Combat  Crew  Commander:  The  second  officer  on  a combat  crew. 


L 


Instructor  Crew:  Select  crew  members  whose  primary  duty  is  to  instruct 

other  crew  members  in  the  operation  and  use  of  the  weapon  system. 


Minuteman  Weapon  System:  A solid  fueled  ICBM,  manned  by  two  officers,  on 

strategic  alert  for  the  USAF. 

Missile  Combat  Crew  Commander:  The  officer  in  charge  of  a missile  crew. 
He  performs  alert  monitoring,  readiness  checks,  maintenance  coordination, 
and  inspections.  He  implements  applicable  procedures  to  insure  that  the 
missiles  and  permanent  subsystems  are  working  properly  and  are  constantly 
ready  for  launch. 

Non-Rated  Officer:  An  officer  who  is  not  qualified  to  perform  duties  as 

a member  of  an  aircrew. 
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CHAPTER  II 


Methodology 

Subjects 

The  subjects  of  this  study  were  Missile  Combat  Crew  Commanders  and 
Deputy  Missile  Combat  Crew  Commanders  from  the  381st  Strategic  Missile 
Wing,  McConnell  Air  Force  Base,  Kansas  and  the  341st  Strategic  Missile 
Wing,  Malmstrom  Air  Force  Base,  Montana.  The  members  of  the  381st  were 
qualified  in  the  Titan  II  weapon  system,  a four  man  crew  which  includes 
two  officers  and  two  enlisted  men.  The  members  of  the  341st  were  quali- 
fied in  the  Minuteman  II  weapon  system,  a two  man  crew  consisting  of  two 
officers. 

The  cross-section  of  officers  that  these  two  weapon  systems  provides 
enables  an  examination  of  a variety  of  both  career  and  non-career  offi- 
cers as  well  as  officers  with  one  or  more  AFSC.  Differences  in  working 
conditions,  styles  of  management,  geographical  location  of  the  sites,  as 
well  as  weapon  systems,  allows  the  examination  of  a cross-section  of  of- 
ficers. The  generalizations  of  the  conclusions  and  results  can  be  applied 
to  all  SAC  missile  officers. 

Method  of  Data  Collection 

The  instrument  used  to  collect  data  for  this  study  was  the  Career 
Progression  Survey  (see  Appendix  I).  The  Career  Progression  Survey  was 
developed  by  the  author  in  cooperation  with  the  Center  for  Human  Appraisal 
at  Wichita  State  University.  The  instrument  is  specifically  designed  to 
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elicit  information  concerning  the  respondents'  knowledge  of  Air  Force  Ca- 
reer Development  programs  and  policy.  This  instrument  included  specific 
questions  dealing  with  those  individuals  within  the  SAC  and  MPC  Career 
Development  area  and  programs  with  which  the  respondents  should  have  been 
familiar.  The  instrument  had  a total  of  sixty-six  questions.  The  first 
fifteen  dealt  with  the  demographic  and  military  service  information  of 
the  individual.  Questions  sixteen  through  forty-six  dealt  with  individual 
perceptions  of  the  programs  available  and  those  individuals  who  administer 
the  programs  along  with  questions  on  the  actions  necessary  to  pursue  any 
of  these  programs.  Three  open-ended  questions  in  this  section  concerned 
the  respondent's  future  plans.  The  final  twenty  questions  attempted  to 
determine  the  opinions  concerning  Career  Development  and  the  missile 
career  field. 

The  instrument  was  distributed  on  six  successive  days  to  the  officer 
crew  members  at  their  pre-departure  briefing  prior  to  their  assuming  alert 
duties.  The  instrument  was  contained  in  a packet,  along  with  several  oth- 
er instruments,  being  distributed  by  staff  members  of  the  Center  for  Human 
Appraisal  to  all  crew  members.  This  method  of  distribution  was  selected 
to  eliminate  possible  subject  bias  as  the  author  is  an  active  Missile  Crew 
Commander.  The  crews  were  asked  to  complete  the  battery  while  on  alert. 
This  procedure  was  adopted  to  eliminate  some  of  the  hurried,  and  conse- 
quently, inaccurate  answers  often  given  in  a time  compressed  situation 
such  as  a missile  crew  pre-departure  briefing.  The  packet  was  to  be  re- 
turned the  next  morning  as  the  crew  came  off  alert  and  deposited  into  a 
locked  collection  box  in  order  to  safeguard  anonymity. 

Statistical  Tools  Used 

Of  the  one  hundred  and  sixty  one  instruments  returned,  five  were 
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judged  to  be  unusable  because  a majority  of  the  questions  were  unanswered 
or  the  answers  were  inappropriate.  On  the  instruments  completed  and  used 
in  analysis,  a computed  mean  was  inserted  when  a question  was  without  re- 
sponse. This  was  performed  to  satisfy  computer  programming  requirements. 
The  open-ended  questions  were  coded  to  reflect  the  generalized  category 
into  which  they  fit  in  order  to  include  them  in  the  statistical  analysis. 
Several  methods  of  statistical  analysis  were  employed.  First,  a frequency 
count  was  employed  to  determine  the  percentage  of  each  response.  The 
counts  were  divided  into  four  groups;  Missile  Combat  Crew  Commanders  and 
Deputy  Missile  Combat  Crew  Commanders  from  McConnell  and  the  Commanders 
and  Deputies  from  Malmstrom. 

Second,  a correlation  matrix  was  calculated  utilizing  Pearson's 
Product  Moment  Correlation  (r).  A significance  level  of  .05  or  better 
and  a correlation  of  .30  was  required  before  the  correlation  was  included 
in  the  analysis  (Guilford,  1965).  Third,  a stepwise  discriminant  analysis 
was  performed:  a)  between  McConnell  and  Malmstrom  respondents;  b)  be- 

tween all  Missile  Combat  Crew  Commanders  and  Deputy  Missile  Combat  Crew 
Commanders;  c)  between  the  positive  and  negative  respondents  to  variable 
twelve  (Is  this  your  first  active  duty  station?);  d)  and  a multiple  re- 
gression analysis  between  those  probably  or  definitely  remaining  in  the 
service  and  those  probably  or  definitely  not  staying  in  the  service.  This 
multiple  regression  analysis  was  performed  to  identify  those  variables 
which  might  be  used  in  the  prediction  of  positive  career  intent  of  the 
McConnell  officer.  The  Malmstrom  respondents  did  not  have  this  variable 
on  their  instrument  due  to  clerical  error.  The  calculation  of  the  step- 
wise discriminate  analysis  and  the  multiple  regression  analysis  required 
the  responses  from  some  questions  to  be  rescored  on  a continuum  or  coded 
in  a dichotomous  manner. 
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Hypotheses 

This  study  will  investigate  these  hypotheses: 

1)  The  officer  with  multiple  weapon  system  experience  will  perceive 
Career  Development  programs  of  the  Air  Force  and  SAC  more  posi- 
tively than  his  single  weapon  system  counterparts. 

2)  Officers  who  have  been  on  a crew  for  an  extended  time  have  more 
knowledge  concerning  Career  Development  programs  and  will  place 
more  value  in  using  them  to  achieve  projected  career  goals. 

3)  As  an  officer  progresses  from  line  crew  to  instructor  and  stand- 
board  crews  his  perceptions  of  the  value  of  the  Missile  Manage- 
ment Working  Group  will  increase. 

4)  The  MPC  Career  Monitors  play  an  important  role  in  the  formulation 
of  missile  officers  career  goals. 

5)  The  regularity  and  frequency  of  visits  to  missile  wings  by  the 
Missile  Management  Working  Group  correlates  to  the  perception 
and  use  of  Career  Development  programs  by  the  missile  crew 
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CHAPTER  III 


Results 

Frequency  Distribution 

The  data  used  to  compute  the  frequency  percentages  are  divided  into 
two  groups.  The  data  for  the  totals  are  raw  data  and  the  MCCC  and  DMCCC 
data  was  calculated  with  computed  means  inserted  into  unanswered  questions. 
The  frequency  of  the  responses  to  each  of  the  variables  are  found  in  Ap- 
pendix II.  In  the  frequency  table  some  variables  are  the  response  to  ques- 
tions rather  than  the  questions  themselves.  This  was  performed  to  measure 
opinions  or  factual  information.  Using  the  same  data,  the  means  and  stan- 
dard deviations  for  each  variable  are  found  on  Tables  II  and  III. 

The  officer  at  Malmstrom  had  attained  higher  rank  than  a McConnell 
officer.  With  their  longer  time  in  service  the  Mavnstrom  crew  members 
logically  had  a higher  percentage  of  individuals  with  three  or  more  years 
on  crew.  Seventy-three  percent  of  Malmstrom  crew  members  were  either  reg- 
ular officers  or  held  a career  reserve  status  while  only  sixty-five  per- 
cent of  the  McConnell  officers  held  the  same  status.  Volunteers  for  mis- 
sile duty  equaled  eighty-four  percent  for  Malmstrom  and  fifty-four  percent 
for  McConnell.  Fifty-eight  percent  of  the  McConnell  crew  members  did  not 
try  to  influence  their  assignment  to  missiles;  in  fact,  seventeen  percent 
did  not  have  a career  plan.  The  percentages  for  Malmstrom  respondents  for 
the  same  variables  are  thirty  percent  and  seven  percent. 

Ninety  percent  of  Malmstrom  crew  members  were  act. /el y pursuing  an 
assignment,  using  all  available  avenues  of  assistance,  while  only  seventy- 
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TABLE  II 


MEANS  AND  STANDARD  DEVIATIONS 
OF  MCCONNELL  RESPONDENTS 


MCCC 


DMCCC  TOTAL 


VARIABLE  x o 


1 

2 

3 

4 

5 

6 

7 

8 
9 

10 

11 

12 

13 

14 

15 

16 

17 

18 

19 

20 
21 
22 

23 

24 

25 

26 

27 

28 

29 

30 

31 

32 

33 

34 

35 

36 

37 

38 


2.64  .593  1.73 

6.06  2.449  4.27 

5.17  2.762  2.08 

1.36  .961  1.22 

1.89  .979  1.76 

27.31  2.189  26.35 

1.00  .000  2.00 

1.83  .811  2.30 

1.14  .351  1.03 

1.57  .655  1.62 

1.22  .638  1.14 

1.58  .500  1.57 

1.56  .504  1.35 

1.06  .232  1.03 

3.50  2.121  2.00 

1.64  .487  1.54 

1.97  .654  1.95 

2.89  .676  2.78 

2.67  .717  2.84 

2.08  1.228  2.12 

3.58  .841  3.46 

2.97  .857  2.88 

2.00  .954  1.56 

0.00  0.000  .03 

.25  .439  .14 

.19  .401  .08 

.19  .401  .08 

.42  .500  .59 

2.50  1.404  2.97 

1.19  .401  1.14 

2.19  1.191  2.16 

3.97  1.465  4.11 

2.50  1.108  2.58 

1.03  .377  1.11 

4.61  1.128  4.35 

1.50  .507  1 . 57 

1.97  .985  2.68 

1.67  .478  1.81 


.769 

2.18 

.822 

3.297 

5.15 

3.026 

1.362 

3.60 

2.655 

.417 

1.29 

.736 

.925 

1.82 

.948 

3.426 

26.76 

3.381 

.000 

1.51 

.503 

.702 

2.07 

.788 

.164 

1.08 

.276 

.594 

1.60 

.620 

.481 

1.18 

.561 

.502 

1.58 

.498 

.484 

1.45 

.501 

.164 

1.04 

.199 

.000 

3.00 

1.732 

.505 

1.59 

.495 

.621 

1.96 

.633 

1.003 

2.83 

.855 

.442 

2.75 

.595 

1.268 

2.10 

1.238 

.950 

3.52 

.892 

.857 

2.93 

.852 

.786 

1.78 

.895 

.164 

.01 

.117 

.346 

.19 

.396 

.277 

.14 

.346 

.277 

.14 

.346 

.498 

.51 

.503 

1.320 

2.74 

1.373 

.351 

1.17 

.375 

1.093 

2.18 

1.135 

1.508 

4.04 

1.478 

1.296 

2.54 

1.200 

.458 

1.07 

.419 

1.338 

4.48 

1.237 

.603 

1.53 

.585 

.747 

2.33 

.935 

.397 

1.74 

.442 

' S-'-J 
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TABLE  II--Continued 


MCCC  DMCCC  TOTAL 


VARIABLE 

X 

a 

X 

a 

X 

0 

39 

.08 

.280 

.03 

.164 

.05 

.229 

40 

.08 

.280 

.05 

.229 

.07 

.254 

41 

.08 

.280 

.05 

.229 

.07 

.254 

42 

.11 

.319 

.03 

.164 

.07 

.254 

43 

.33 

.478 

.14 

.347 

.23 

.426 

44 

.47 

.506 

.78 

.417 

.63 

.486 

45 

1.67 

.478 

1.92 

.276 

1.79 

.407 

46 

2.17 

.923 

2.76 

.548 

2.47 

.804 

47 

1.50 

.507 

1.47 

.506 

1.49 

.503 

48 

1.75 

.439 

1.95 

.229 

1.85 

.360 

49 

2.19 

.889 

2.38 

.893 

2.29 

.889 

50 

1.69 

.786 

2.08 

.829 

1.89 

.826 

51 

.06 

.232 

.03 

.164 

.04 

.199 

52 

.56 

.504 

.27 

.452 

.41 

.495 

53 

.36 

.487 

.27 

.450 

.32 

.468 

54 

.25 

.603 

.43 

.689 

.34 

.650 

55 

1.69 

.467 

1.84 

.373 

1.77 

.425 

56 

2.39 

.934 

2.65 

.716 

2.52 

.835 

57 

1.67 

.478 

1.51 

.507 

1.59 

.495 

58 

1.75 

.439 

1.49 

.507 

1.62 

.489 

59 

3.58 

1.422 

3.43 

1.501 

3.51 

1.454 

60 

4.00 

1.014 

4.08 

1.011 

4.04 

1.006 

61 

2.39 

1.178 

2.54 

1.145 

2.47 

1.156 

62 

3.47 

.971 

3.43 

.987 

3.45 

.972 

63 

3.06 

1.218 

3.11 

1.173 

3.08 

1.187 

64 

3.78 

.959 

3.41 

1.166 

3.59 

1.078 

65 

3.61 

.934 

3.35 

1.086 

3.48 

1.015 

66 

3.44 

1.157 

3.51 

1.239 

3.48 

1.192 

67 

3.67 

1.171 

3.84 

1.118 

3.75 

1.139 

68 

3.06 

1.194 

2.92 

.954 

2.99 

1.073 

69 

2.86 

1.268 

2.97 

1.364 

2.92 

1.309 

70 

3.31 

.980 

3.05 

1.129 

3.18 

1.059 

71 

2.22 

.929 

2.00 

.849 

2.T 

.891 

72 

3.36 

.639 

2.92 

.722 

3.14 

.713 

73 

3.06 

1.013 

2.65 

1.184 

2.85 

1.114 

74 

4.08 

.996 

4.03 

1.166 

4.05 

1.079 

75 

3.31 

.624 

2.95 

.621 

3.12 

.644 

76 

3.25 

.732 

2.97 

.645 

3.11 

.698 

77 

3.14 

.899 

3.08 

1.089 

3.11 

.994 

78 

2.36 

.899 

2.54 

1.168 

2.45 

1.041 

79 

3.92 

.874 

4.22 

.854 

4.07 

.841 
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TABLE  III 

MEANS  AND  STANDARD  DEVIATIONS 
OF  MALMSTROM  RESPONDENTS 


MCCC  DMCCC  TOTAL 


VARIABLE 


a 


1 

2 

3 

4 

5 

6 

7 

8 
9 

10 

11 

12 

13 

14 

15 

16 

17 

18 

19 

20 
21 
22 

23 

24 

25 

26 

27 

28 

29 

30 

31 

32 

33 

34 

35 

36 

37 

38 


3.00 

.447 

1.69 

7.15 

2.163 

3.50 

5.32 

2.264 

3.10 

1.17 

.442 

1.45 

2.24 

1.044 

1 .45 

29.83 

3.893 

25.36 

1.00 

.000 

2.00 

1.76 

.699 

2.19 

1.07 

.346 

1.14 

2.12 

.557 

1.83 

1.54 

1.120 

1.33 

1.80 

.459 

1.26 

1.15 

.358 

1.17 

1.17 

.381 

1.02 

3.63 

1.188 

3.00 

1.29 

.461 

1.31 

1.76 

.435 

1.98 

2.78 

.768 

2.65 

2.93 

.608 

2.88 

2.12 

1.029 

1.76 

3.83 

.594 

3.83 

2.33 

.997 

2.65 

1.58 

.844 

1.67 

.00 

.000 

.02 

.24 

.435 

.19 

.37 

.487 

.21 

.22 

.419 

.14 

.27 

.449 

.52 

1.95 

1.117 

.21 

1.10 

.300 

1.12 

1.73 

.923 

2.07 

3.32 

1.507 

3.88 

2.49 

.810 

2.60 

1 .34 

.480 

1.05 

4.27 

1.073 

3.88 

1.28 

.716 

1.53 

1.63 

.888 

2.36 

1.61 

.919 

1.51 

.680 

2.34 

.873 

2.472 

5.30 

2.949 

1.779 

4.19 

2.308 

.633 

1.31 

.562 

.803 

1.84 

1.006 

2.565 

27.54 

4.070 

.000 

1.51 

.503 

.707 

1.98 

.732 

.647 

1.11 

.518 

.581 

1.98 

.584 

.687 

1.43 

.927 

.445 

1.53 

.526 

.377 

1.16 

.366 

.154 

1.10 

.297 

.000 

3.56 

1.130 

.468 

1.30 

.462 

.563 

1.87 

.513 

.949 

2.71 

.858 

.593 

2.90 

.597 

.799 

1.94 

.934 

.581 

3.83 

.584 

.893 

2.49 

.955 

.902 

1.62 

.870 

1.154 

.01 

.109 

.397 

.22 

.415 

.415 

.29 

.456 

.354 

.18 

.387 

.773 

.40 

.643 

1.260 

2.08 

1.192 

.328 

1.11 

.313 

.959 

1.90 

.951 

1.565 

3.60 

1.553 

.938 

2.54 

.874 

.623 

1.19 

.573 

1.756 

4.07 

1.463 

.774 

1.39 

.750 

1.032 

2.00 

1.024 

.506 

1.56 

.744 
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one  percent  of  McConnell  respondents  are  doing  the  same.  The  Missile 
Career  Development  Handbook  was  not  known  by  fifty-one  percent  of  the 
McConnell  crew  members  compared  to  only  twenty-two  percent  of  the  Malm- 
strom  crew  members.  Sixty-three  percent  of  McConnell  crewmen  denied 
knowledge  of  the  Missile  Management  Working  Group;  thirty-eight  percent 
of  the  Malmstrom  crewmen  were  not  familiar  with  them.  However,  sixty 
percent  of  the  McConnell  respondents  were  staying  in  the  Air  Force  when 
their  present  term  was  completed. 

At  McConnell  eighty-two  percent  of  the  crew  members  either  agreed 
or  strongly  agreed  that  having  missile  experience  would  give  then  an 
advantage  over  other  non-rated  officers  in  career  progression  while  sev- 
enty-four percent  of  the  Malmstrom  crew  members  felt  the  same.  Sixty- 
nine  percent  of  McConnell  and  fifty-four  percent  of  Malmstrom  respondents 
either  agreed  or  strongly  agreed  that  opportunities  for  career  advance- 
ment were  greater  in  missiles  than  in  the  support  field.  Eighty-three 
percent  of  the  McConnell  and  eighty-seven  percent  of  the  Malmstrom  re- 
spondents either  agreed  or  strongly  agreed  that  advanced  degrees  were 
important  in  influencing  future  assignments. 

The  most  notable  percentages  in  this  study  were  the  responses  to: 

"A  guarantee  of  assignments  would  influence  my  career  decisions".  Seventy- 
nine  percent  of  the  McConnell  and  eighty-six  percent  of  the  Malmstrom  re- 
spondents either  agreed  or  strongly  agreed  with  that  statement. 


Correlation  Coefficients 

An  analysis  of  the  correlations  from  the  McConnell  and  Malmstrom  re- 
spondents reflect  their  attitudes  concerning  career  development  and  their 
perceptions  about  the  available  programs.  The  correlations  can  be  found 
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in  Table  IV  for  McConnell  respondents  and  Table  V for  Malmstrom  respon- 
dents. The  descriptive  and  demographic  variables  were  highly  correlated. 

For  each  of  the  following  headings  the  variables  were  grouped  ac- 
cording to  related  functions.  All  McConnell  data  will  be  described  first. 

Time 

As  the  rank  of  an  officer  increased  from  Lieutenant  to  Captain,  he 
became  familiar  with  and  perceived  value  in  the  Missile  Management  Work- 
ing Group's  briefings.  As  an  officer's  length  of  service  increased,  the 
opinion  that  opportunities  for  career  advancement  are  greater  in  the  mis- 
sile career  field  rather  than  in  the  support  fields  (Supply,  Transporta- 
tion, Administration,  etc.}  of  the  Air  Force  increased.  Combat  ready 
time  was  related  to  base  selection.  Individual  officers  with  increasing 
combat  ready  time  were  non-volunteers  for  their  present  base.  However, 
the  location  of  their  duty  base  was  important  to  them. 

If  it  was  not  the  officer's  first  active  duty  station,  McConnell  had 
been  chosen  for  a duty  station.  The  officers  who  chose  McConnell  for  a 
second  duty  station  felt  that  experience  in  a single  weapon  system,  either 
Minuteman  or  Titan,  was  sufficient  exposure.  Although  he  did  not  choose 
his  present  AFSC,  he  was  a non-volunteer  for  missile  duty  and  would  pre- 
fer that  subsequent  assignments  not  be  to  a Northern  tier  duty  station. 
These  officers,  while  pursuing  an  assignment,  felt  that  specialization 
in  the  missile  career  field  would  not  increase  promotion  opportunity  but 
that  there  are  opportunities  for  career  advancement  in  the  support  fields. 

Specialization 

Officers  at  their  first  active  duty  station  felt  that  specialization 
in  the  missile  career  field  gave  them  an  advantage  over  other  officers 
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in  career  advancement  and  promotions.  Specialization  in  missiles  gave 


the  individual  more  control  over  career  progression  than  he  would  have 


in  either  a civilian  position  or  as  an  officer  in  the  support  fields. 


Specialization  meant  an  assignment  to  multiple  weapon  systems  and  ad- 


vancing from  line  crew  to  instructor  crew  and  on  to  standboard  crew. 


Status 


Officers  who  have  a regular  commission  or  are  in  a career  reserve 


status  invariably  have  a specific  plan  for  their  future.  With  this  plan. 


the  officer  perceives  that  he  can  achieve  his  goals  and  is  using  all 


available  avenues  of  assistance  in  actively  pursuing  assignments  that 


will  assist  him  in  his  career  goal  attainment.  This  includes  frequent 


revisions  of  his  Form  90  when  necessary  to  reflect  a change  in  career 


programs.  These  officers  indicated  they  will  not  only  remain  in  the  ser- 


vice but  will  remain  in  the  missile  career  field.  Interestingly,  the 


regular  and  career  reserve  officers  felt  they  have  more  control  over  their 


career  progression  than  civilians  have  on  their  career  progression.  In 


a correlation  with  specific  plans  for  their  careers,  these  officers  put 


job  advancement  before  job  satisfaction. 


Missile  Management  Working  Group 


Progression  and  selection  from  Deputy  Missile  Combat  Crew  Commander 


to  Missile  Combat  Crew  Commander  brings  awareness  of  the  Missile  Manage- 


ment Working  Group,  its  location,  objectives,  personnel  and  publications. 


However,  the  Missile  Combat  Crew  Commander  perceives  he  gets  a "party 
line",  a standardized,  organizationally  oriented  response,  from  the  career 


monitors  at  MPC. 


The  officer  who  has  attained  a knowledge  of  the  Missile  Management 


Working  Group  reads  the  Missile  Career  Development  Handbook  and  follows 
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the  advice  given  both  by  the  handbook  and  the  working  group.  This  in- 
cludes accepting  an  assignment  to  a Northern  tier  base  and  the  use  of 
the  Form  90.  These  officers  also  bel ieved  they  will  be  able  to  exert 
enough  influence  to  insure  that  all  their  assignments  are  the  ones  they 
want.  They  are  active  in  soliciting  assignments  and  agreed  that  compared 
to  civilians  they  have  more  control  over  career  progression. 

Assignments 

The  officer  who  attempted  to  influence  his  assignment  to  the  missile 
career  field  had  a specific  plan  for  his  career.  He  knew  who  the  missile 
career  field  monitor  at  MFC  was  and  was  able  to  choose  his  base  and  AFSC. 
In  this  attempt  to  influence  his  assignment,  the  officer  felt  it  was  im- 
portant to  know  the  right  people,  but  that  both  MPC  and  the  Missile  Man- 
agement Working  Group  give  out  a party  line. 

The  officers  who  indicated  they  were  going  to  seperate  from  the  ser- 
vice when  their  initial  obligation  was  completed  felt  the  use  of  the  Form 
90  is  of  little  value  in  securing  an  assignment  and  that  knowing  the  right 
people  would  do  more  good. 

The  group  of  officers  who  are  familiar  with  the  Special  Duty  Assign- 
ments available  to  missile  officers  felt  that  the  opportunities  for  ca- 
reer advancement  are  greater  in  missiles  than  in  the  support  fields. 

Finally,  the  officers  at  McConnell  reported  that  missile  crew  mem- 
bers have  more  control  over  their  careers  than  civilians  or  military  per- 
sonnel in  support  fields. 

The  data  from  Malmstrom  computed  the  following  correlations. 

Time 

The  variables  that  had  the  passage  of  time  as  a base  correlated  with 
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TABLE  IV 


PEARSON'S  PRODUCT  MOMENT  CORRELATION  FOR  RESPONDENTS 
FROM  MCCONNELL  AIR  FORCE  BASE 

Variable  1:  Variable  2:  Variable  3:  Variable  4: 


2 .787 

5 .605 

7 -.585 

5 -.344 

3 .370 

6 .907 

9 .310 

49  .593 

5 .451 

8 -.494 

58  .362 

6 .688 

9 .400 

70  .322 

7 -.557 

8 -.448 

9 .423 

12  .633 
64  -.364 
68  -.316 

12  .459 
37  -.333 
75  .325 

Variable  5: 

Variable  6: 

Variable  7: 

Variable  8: 

6 .662 

8 -.494 

37  .379 

17  .396 

8 -.355 

12  .543 

44  .323 

21  -.318 

12  .426 

13  .445 

45  .312 

30  .351 

47  -.362 

57  .374 

46  .366 

31  .421 

49  -.482 

67  -.300 

72  -.312 

59  -.419 

75  .309 

68  -.326 

71  -.328 

76  .324 

Variable  9: 

Variable  10: 

Variable  11 : 

Variable  12: 

52  .358 

51  .362 

45  -.324 

21  .310 

58  -.449 
62  -.344 
64  -.381 

68  -.323 

69  .329 
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TABLE  IV--Continued 


Variable  13:  Variable  16: 


Variable  17: 


Variable  19: 


16 

.479 

30 

.302 

22 

.326 

22  • 

-.370 

23 

.387 

36 

.305 

36 

.301 

59 

.355 

52 

.304 

57 

.547 

50 

.336 

79 

.354 

57 

.759 

58 

.486 

58 

.434 

65 

.314 

72  .319 

75  -.318 

76  -.309 


Variable  21 : 
30  -.350 
33  -.308 


Variable  22: 
25  -.312 


Variable  24: 
40  .435 


Variable  25: 
28  -.494 


Variable  26:  Variable  27: 

28  -.404  28  -.404 


Variable  29:  Variable  30: 


37 

.429 

31 

.717 

43 

-.348 

33 

.369 

44 

.460 

36 

.315 

46 

.477 

50 

O 

CO 

1 

50 

.695 

78 

-.305 

55 

.300 

56 

.303 

68 

-.363 

75 

-.389 

76 

-.363 

78 

CO 

1 

Variable  31 : 

Variable  33: 

Variable  34: 

Variable  36: 

33  .424 
59  -.519 
71  -.377 
76  -.323 
78  -.363 

56  .328 

35  -.305 

49  .331 

...  
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TABLE  IV--Continued 


Variable  37: 

Variable  38: 

Variable  39: 

Variable  40: 

40  -.393 

64  -.344 

40  .649 

41  .571 

41  -.393 

76  -.311 

41  .411 

44  -.354 

43  -.517 

42  .411 

46  -.367 

• 

44  .613 

44  -.314 

48  -.341 

45  .405 

45  -.325 

46  .687 

46  -.371 

■»  * 

48  . 527 

48  -.404 

j 

50  . 554 

79  -.436 

75  -.439 

76  -.486 

Variable  41 : 

Variable  42: 

Variable  43: 

Variable  44: 

42  .356 

44  -.354 

44  -.719 

45  .453 

u 

44  -.354 

46  -.367 

45  -.442 

46  .770 

46  -.367 

46  -.656 

48  . 549 

i 

48  -.341 

48  -.674 

50  .555 

50  -.440 

68  -.303 

55  -.309 

75  -.429 

i 

• 

68  .342 

76  -.370 

75  .451 

76  .474 

' 

Variable  45: 

Variable  46: 

Variable  47: 

Variable  48: 

46  . 560 

48  .638 

65  .315 

49  .354 

48  .449 

50  .495 

50  .364 

75  -.379 

55  .329 

55  .402 

j 

76  -.311 

68  -.311 

56  .311 

4 

75  -.541 

68  -.365 

't 

76  -.418 

75  -.517 

\ 

76  -.486 

a 
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TABLE  IV--Continued 


Variable  49: 
73  -.390 

75  -.305 

76  -.409 


Variable  50: 

75  -.339 

76  -.316 


Variable  52: 
54  -.443 
63  .343 


Variable  53: 
54  -.360 


Variable  55: 
56  .893 
59  -.323 


Variable  56: 
59  -.323 


Variable  57: 
58  .600 


Variable  58: 
72  .391 


Variable  59: 
65  -.374 
71  .332 

73  .331 

78  .489 


Variable  60: 
64  .336 


Variable  61 


Variable  62: 


62 

.304 

63 

.352 

63 

.306 

64 

.590 

73 

.314 

68 

.339 

78 

.457 

71 

.311 

73 

.333 

77 

.336 

78 

.303 

Variable  64: 


77  .470 

78  .391 


Variable  65: 


Variable  66: 


Variable  67: 


66 

.307 

70 

.398 

67 

.589 

68 

.394 

67 

.482 

72 

.426 

68 

.429 

75 

.363 

68 

.367 

71 

.447 

78 

.341 

77 

.587 

77 

.448 

78 

.328 

78 

.360 

Variable  68: 

• Variable  70: 

Variable  71 : 

Variable 

71 

.423 

78 

-.363 

77 

.300 

76 

.307 

75 

.324 

78 

.410 

78 

.383 
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TABLE  IV--Continued 

Variable  75:  Variable  76:  Variable  77: 

76  .865  77  .363  78  .421 

77  .326  78  .351 

Level  of  significance  is  greater  than  .05 
Correlations  used  in  analysis  are  greater  than  .30 
Variables  not  meeting  criteria:  14,  15,  18,  20,  23,  28, 

54,  63,  69,  72,  74. 


, 35,  51, 
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an  increase  in  knowledge  of  the  Missile  Management  Working  Group  objec- 
tives, location,  personnel  and  publications.  As  these  variables  increas- 
ed, the  officers  began  to  actively  solicit  assignments.  As  the  officer 
moved  from  a line  crew  position  to  an  instructor  or  standboard  crew,  he 
became  more  aware  of  the  Missile  Management  Working  Group. 


Missile  Management  Working  Grou 


The  officers  at  Malmstrom  were  familiar  with  the  Missile  Management 
Working  Group  and  felt  it  was  a valuable  asset  to  their  career  progres- 
sions. In  addition,  they  have  read  the  Missile  Career  Development  Hand- 


book and  think  it  is  of  value  in  planning  their  career.  Because  of  their 
use  of  the  Missile  Career  Development  Handbook,  they  know  their  MPC  missile 
career  monitor  and  who  sees  their  Form  90.  Also,  they  are  familiar  with 
their  assignment  availability  dates  and  plan  on  remaining  in  the  missile 
career  field. 

Officers  congnizant  of  the  Missile  Management  Working  Group  were  so- 
liciting an  assignment  by  actively  pursuing  all  available  avenues  of  as- 
sistance. They  felt  they  could  receive  their  desired  assignments  and  were 
able  to  exert  enough  influence  to  ensure  that  all  their  assignments  were 
the  ones  they  wanted.  Two  of  these  avenues  of  assistance  indicated  by 
the  correlations  were  the  use  of  the  Form  90  and  the  Wing  Career  advisor 
for  base  level  career  assistance.  They  felt  these  two  variables  would  en- 
sure their  first  choice  of  duty  assignment.  These  officers  knew  the  func- 
tions of  the  MPC  missile  career  monitor  and  the  value  of  the  Missile  Man- 
agement Working  Group.  They  realized  the  importance  of  doing  a goud  job 
and  of  knowing  the  right  people  to  go  to  for  assistance  and  advice.  By  vol- 
unteering for  a Minuteman  weapon  system  assignment  they  felt  they  had  more 
control  in  their  career  progression  than  did  civilians.  A guarantee  of 
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assignments,  including  a career  move  to  a Northern  tier  base,  would  in- 
fluence them  to  a positive  career  decision. 

Missile  Experience 

Experience  as  a missile  crew  member  gives  the  officer  a perceived 
advantage  over  support  personnel  in  future  assignments  and  puts  him  on 
an  equal  basis  with  rated  personnel  for  promotion  opportunity.  The  Malm- 
strom  subjects  felt  that  in  the  area  of  career  progression,  advancement 
for  the  missile  officer  is  greater  than  for  those  in  the  support  fields. 
Experience  in  missiles  includes  progression  from  line  crew  to  instructor 
crew  and  on  to  a standboard  crew.  This  progression  should  take  place  in 
multiple  weapon  systems.  Experience  is  more  helpful  than  knowing  the 
right  people  and  it  gives  them  more  control  over  career  progression  than 
their  civilian  or  military  contemporaries. 

Specialization 

Specializing  in  the  missile  career  field  through  progression  from  the 
line  crew  force  to  instructor  crew  and  on  to  standboard  crew  in  multiple 
weapon  systems  will  increase  both  promotion  and  career  advancement  oppor- 
tunities. Specialization  will  give  the  officer  more  control  over  his  ca- 
reer progression  than  officers  in  the  support  fields. 

In  summary,  the  McConnell  officer  is  younger  than  his  Malmstrom  counter- 
part but  his  awareness  of  the  Missile  Management  Working  Group  increases 
in  time.  The  longer  he  is  in  the  missile  career  field  the  more  opportunity 
he  perceives  he  has  for  career  progression  and  control  of  his  career  in 
comparison  with  the  military  in  support  fields  or  with  civilians.  He  is 
actively  pursuing  a plan  for  his  future,  and  he  realizes  that  special- 
ization in  missiles  is  an  advantage  in  career  progression  and  advancement. 


T 
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TABLE  V 


PEARSON'S  PRODUCT  MOMENT  CORRELATION  FOR  RESPONDENTS 
FROM  MALMSTROM  AIR  FORCE  BASE 


Variable  1 : 

Variable  2: 

Variable  3: 

Variable  4: 

2 .746 

4 -.404 

7 -.484 

5 -.473 

3 .433 

5 .653 

37  -.361 

6 -.370 

5 .547 

6 .888 

43  .329 

24  . 334 

6 .745 

7 -.622 

44  -.358 

30  .359 

7 -.754 

8 -.426 

46  -.343 

8 -.311 

12  .769 

48  -.507 

12  .588 

14  .329 

55  -.380 

46  -.425 

46  -.364 

56  -.504 

48  -.398 

48  -.300 

57  .305 

53  . 300 

49  -.370 

58  .318 

56  -.371 

Variable  5: 

Variable  6: 

Variable  7: 

Variable  10: 

6 .677 

7 -.584 

12  -.519 

21  -.300 

7 -.396 

8 -.416 

37  .355 

29  -.348 

8 -.370 

12  .656 

41  -.304 

12  .482 

46  -.380 

46  .533 

17  -.325 

49  -.332 

48  .467 

46  -.339 

56  -.361 

56  .361 

49  -.480 

55  -.370 

56  -.415 

Variable  11 : 

Variable  12: 

Variable  13: 

Variable  14: 

37  -.334 

36  -.304 

57  .882 

46  -.344 

51  .323 

46  -.310 

•A-v.V— i.  ......  * ^ ■ 
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Variable  25:  Variable  26: 

28  -.328  28  -.397 


Variable  29: 
35  -.318 
37  .449 
43  -.391 


I 

Variable  20:  j 

43  .322  | 

i 

I 

I 

s 

I 

1 


Variable  24:  < 

36  .559  | 

I 

I 

3 


Variable  30: 
31  .556 


f 

\ 

v 

i 

\ 

x 

y 


i 


Variable  36 
46  .351 
50  .327 


| 

{ 


-jfc 

i 

i 

J 

V; 

5 


s 


'r^%r  > 
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- 


I 


i 

i 

k 


c 


j 

a 


i 
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TABLE  V— Continued 


Variable  37: 
39  -.471 

41  -.423 

42  -.337 

43  -.435 

Variable  38: 
72  -.319 

Variable  39: 

40  . 538 

41  .765 

Variable  40: 

41  .466 

42  .492 

42  .569 

44  -.388 

44  .705 
46  .677 
48  . 526 
50  .491 
75  -.382 

Variable  41 : 
42  .766 

44  -.341 

Variable  42: 
44  -.326 
75  .309 

Variable  43: 
44  -.644 
46  -.468 
48  -.462 

Variable  44: 
46  . 649 

48  .513 

50  .473 

75  .425 

53  -.331 

76  .388 

75  -.434 

Variable  46: 
48  . 543 

Variable  48: 
50  .357 

Variable  52: 
54  -.550 

Variable  53 
54  -.384 

50  .443 

56  .461 

75  -.324 

75  -.371 

Variable  55: 
56  .766 

Variable  57 : 
58  .458 

Variable  60: 

61  .335 

62  .574 

Variable  61 
65  -.360 
73  .336 

64  .523 

66  .350 

67  . 348 

77  .464 

78  .395 

78  .353 

T — * ' " "vu.  1 - ’ ’ J Vi'fiH,1 ' 


1 


I 
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TABLE  V--Continued 


Variable  62:  Variable  64: 


64 

.679 

66 

.390 

66 

.314 

75 

.340 

67 

.343 

77 

.569 

75 

.405 

77 

.422 

Variable  66: 
67  .515 


Variable  71 : 
79  .311 


Variable  72: 
75  -.312 


Variable  75: 
76  .444 
79  .331 


Variable  68: 
74  .335 


Level  of  significance  is  greater  than  .05 
Correlations  used  in  analysis  are  greater  than  .30 

Variables  not  meeting  criteria:  9,  15,  18,  33,  34,  45,  47,  51,  59,  63,  70. 
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The  best  route  for  specialization  is  progression  from  line  c rev/  to  in- 
structor crew  and  on  to  standboard  crew. 

The  Malmstrom  officer  is  an  experienced,  specialized  missile  offi- 
cer who  has  multiple  weapon  system  qualifications,  a working  knowledge 
of  the  Missile  Management  Working  Group's  objectives,  location  and  per- 
sonnel and  has  read  the  Missile  Career  Development  Handbook.  He  felt 
this  specialization  and  experience  will  give  him  more  control  over  his 
career  and  that  a specific  plan  for  his  future  is  necessary.  He  has  a 
plan  and  is  pursuing  his  goals. 


Stepwise  Discriminate  Analysis 

Three  stepwise  discriminate  analyses  were  performed  on  the  adjusted 
data.  The  first  was  performed  to  determine  which  variables  could  sig- 
nificantly discriminate  between  the  respondents  from  McConnell  and  those 
from  Malmstrom.  The  variables  that  did  discriminate  are  found  in  Table 
VI.  The  second  discriminate  analysis  was  between  MCCC  and  DMCCC.  Those 
results  are  in  Table  VII.  The  third  analysis  was  between  respondents  on 
their  first  active  duty  station  and  those  on  a second  or  subsequent  duty 
station.  These  results  are  found  in  Table  VIII.  Due  to  the  addition  of 
a retention  question  to  the  Career  Progression  Survey  administered  at 
McConnell  AFB,  a stepwise  multiple  regression  analysis  was  performed  only 
on  the  McConnell  subjects.  This  analysis  provided  an  equation  to  measure 
positive  career  intent. 


McConnell  AFB  and  Malmstrom  AFB 

A stepwise  discriminate  analysis  was  performed  to  determine  which 
variables  could  significantly  discriminate  between  respondents  from  Mc- 
Connell and  those  from  Malmstrom.  The  Discriminators  are: 
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1)  "Having  missile  crew  experience  will  allow  me  to  compete  on  an 
equal  basis  with  rated  personnel  for  promotion  opportunity." 

Both  McConnell  and  Malmstrom  subjects  responded  negatively  on 
this  variable;  however,  McConnell  had  a more  positive  mean  and 
this  discriminated  them  from  Malmstrom. 

2)  "Are  you  a volunteer  for  missile  duty?"  discriminated  the  Malm- 
strom respondents  from  the  McConnell  respondents  in  that  the 
Malmstrom  crewmen  were  volunteers  and  their  McConnell  counter- 
parts were  non-volunteers. 

3)  "Have  you  ever  read  the  Missile  Career  Development  Handbook?" 
Malmstrom  respondents  have  read  the  handbook,  while  the  Mc- 
Connell respondents  have  not. 

4)  "The  MPC  missile  career  monitor's  primary  duty  is  to:  provide 

information  about  the  missile  field  to  officers  in  other  fields." 
This  discriminated  the  Malmstrom  subjects  from  the  McConnell 
subjects  with  Malmstrom  officers  responding  in  a more  positive 
manner. 

5)  The  submission  of  the  Form  90  within  a specific  time  frame  prior 
to  the  administration  of  the  instrument  discriminated  McConnell 
from  Malmstrom.  The  McConnell  crew  members  had  completed  their 
Form  90  within  the  last  three  to  six  months  and  the  Malmstrom 
officers  had  done  the  same  between  six  months  to  a year  before. 

6)  "The  Form  90  offers  me  ample  opportunity  to  express  my  career 
desires."  The  Malmstrom  respondents  agreed  with  the  statement 
but  the  McConnell  respondents  did  not. 

7)  "Having  experience  in  multiple  weapon  systems  would  be  advan- 
tageous to  me"  differentiated  the  McConnell  crew  members  from 
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the  Malmstrom  crew  members  since  McConnell  had  more  positive 
agreement  than  did  Malmstrom. 

8)  "Progressing  through  the  line,  instructor  and  standboard  posi- 
tions are  the  best  possible  avenues  for  me  to  take  to  influence 
my  next  assignment".  Malmstrom  showed  a more  positive  response 
than  McConnell. 

As  a result  of  the  above  discriminators,  eighty-three  percent  of  the 
officers  from  Malmstrom  were  properly  classified  as  being  crew  members 
from  Malmstrom.  The  remaining  seventeen  percent  fit  into  the  classifi- 
cation of  a McConnell  officer.  Eighty-four  percent  of  the  McConnell  crew 
members  fit  the  classification  as  McConnell  crew  members  and  sixteen  per- 
cent answered  as  did  Malmstrom  crew  members. 


i 


J 
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MCCC  and  DMCCC  | 

The  second  discriminate  analysis  was  performed  to  determine  which 
variables  could  significantly  discriminate  between  McConnell  and  Malm- 
strom MCCC  and  DMCCC.  The  discriminators  are: 

1}  "Have  you  ever  attended  a Missile  Management  Working  Group  brief 
ing"  discriminated  the  MCCC,  who  attended  the  briefings  and  DMCCC, 
who  did  not. 

2)  "Having  experience  in  multiple  missile  weapon  systems  would  be 

'<! 

advantageous  to  me"  discriminated  the  DMCCC,  who  had  a more  pos-  I 
itive  response,  from  the  MCCC. 

3)  "The  Form  90  offers  me  ample  opportunity  to  express  my  career  ,i 

desires"  discriminated  the  MCCC  with  a positive  response  from  \ 

the  DMCCC 's  negative  responses. 

4)  "My  career  desires  expressed  on  my  Form  90  will  be  a)  ignored, 
b)  read  but  not  used,  c)  considered,  d)  followed  in  my  next 


'zc  » 
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assignment"  discriminated  the  DMCCC  slightly  more  positive  re- 
sponse from  the  MCCC  positive  response. 

5)  "It's  not  important  what  job  you  have,  but  how  well  you  perform 
in  that  position"  v/as  important  in  the  opinion  of  the  DMCCC 
while  the  MCCC  did  not  agree  with  the  variable. 

Sixty- two  percent  of  the  MCCC  were  classified  as  MCCC  using  the  six 
discriminators.  Eighty- two  percent  of  the  DMCCC  were  classified  as  DMCCC 
using  the  above  criteria.  The  remaining  crew  members  were  classified  in 
the  opposite  positions  as  a result  of  the  discriminate  analysis. 

First  Active  Duty  Station  and  Second  or  Subsequent  Duty  Station 

The  third  discriminate  analysis  was  performed  to  determine  which 
variables  could  significantly  discriminate  between  McConnell  and  Malm- 
strom  officers  at  their  first  active  duty  station  and  those  officers  at 
a second  or  subsequent  duty  station.  The  discriminators  are: 

1)  "Is  this  your  first  missile  assignment"  discriminated  those  sta- 
tioned at  a missile  wing  as  their  first  active  duty  station  from 
those  at  the  missile  wing  for  their  second  or  subsequent  assign- 
ment. 

2)  "Accepting  an  assignment  to  a Northern  tier  base  is  a good  ca- 
reer move"  discriminated  the  first  active  duty  station  officers, 
who  agreed  with  the  statement  from  the  others  who  did  not  agree 
with  the  variable. 

3)  The  amount  of  assistance  a crew  member  would  receive  in  the  se- 
lection of  their  next  assignment  discriminated  the  second  or 
subsequent  assignment  officers  from  the  first  duty  station  of- 
ficers, in  that  the  second  or  subsequent  officers  were  actively 
pursuing  an  assignment,  using  all  available  avenues  of  assistance 
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and  feeling  they  could  receive  all  the  assistance  they  needed  to 
get  the  assignment  they  wanted. 

4)  The  ability  to  recall  the  member  of  the  Missile  Management  Work- 
ing Group  listed  in  the  instrument  differentiated  the  first  ac- 
tive duty  station  officers,  who  could  recall  the  name,  from  the 
second  duty  station  officers,  who  could  not  recall  the  individ- 
ual 's  name. 

5)  "Have  you  ever  attended  a Missile  Management  Working  Group  brief- 
ing?" discriminated  those  at  their  second  duty  station,  who  have 
attended  the  briefing, from  the  officers  on  their  first  active 
duty  station  who  have  not  attended  a working  group  briefing. 

6)  The  value  of  the  Missile  Career  Development  Handbook  was  higher 


for  the  officers  at  their  first  duty  station. 

7)  "Are  you  actively  soliciting  another  assignment?"  discriminated 
the  officers  at  their  first  active  duty  station  with  a more  pos- 
itive attitude  than  the  other  group  of  officers. 

8)  "Progressing  through  the  line,  instructor  and  standboard  posi- 
tions are  the  best  possible  avenues  for  me  to  take  to  influence 
my  next  assignment"  was  agreed  to  more  positively  by  the  offi- 
cers at  their  first  active  duty  station  than  those  at  their  sec- 
ond or  subsequent  assignment. 

Of  the  officers  at  their  first  active  duty  station,  seventy-three 
percent  were  classified  as  being  at  their  first  active  duty  station.  Sev- 
enty-six percent  of  the  crew  members  at  their  second  or  subsequent  duty 
station  were  properly  classified  as  being  at  a second  or  subsequent  duty 
station.  The  classifications  were  computed  according  to  the  response 
given  to  the  eight  discriminating  variables  above. 
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Stepwise  Multiple  Regression  Analysis 

A stepwise  multiple  regression  analysis  was  performed  to  determine 
an  equation  for  predicting  career  intentions  of  missile  officers.  This 
analysis  was  performed  only  on  the  McConnell  subjects  due  to  the  ommis- 
sion  of  the  retention  question  in  the  Career  Progression  Survey  adminis- 
tered to  the  Malmstrom  crew  members.  The  equation  for  positive  career 
intent  is: 

Positive  Career  Intent  = 6.4343  + Var  31 (.54434)  + Var  34 (-1 .1274)  + Var 

40 (-1 .2670)  + Var  65(-. 41666)  + Var  78(. 45793) 
Through  the  use  of  this  equation  it  is  possible  to  determine  the  positive 
career  intentions  of  the  officer  to  the  .05  level  of  significance.  This 
equation  correctly  accounts  for  fifty-seven  percent  of  the  McConnell  sub- 
ject's variance  to  the  retention  question. 

An  examination  of  the  equation  shows  the  question,  "Do  you  have  a 
specific  plan  for  your  future  career  assignments?  If  yes,  what  are  those 
assignments?"  was  one  of  the  determinate  variables.  It  would  seem  logical 
that  an  officer  who  is  planning  his  future  assignments  would  be  career 
minded.  It  is  also  important  to  realize  that  officers  who  are  career  ori- 
ented are  planning  their  career  and  have  specific  goals  to  accomplish. 

The  second  variable  is  the  correct  or  incorrect  response  to  "My  Form 
90  is  seen  by:".  Once  again,  an  officer  who  has  a positive  career  inten- 
tion would  investigate  the  working  of  the  career  development  sections  so 
that  he  could  determine  who  is  responsible  for  the  coordination  of,  and 
working  interest  in  his  Form  90. 

"The  Missile  Management  Working  Group  provides  briefings  to  the 
wives"  is  the  next  variable  that  identifies  a career  oriented  officer. 

This  variable  shows  the  officer's  willingness  to  make  his  wife  aware  of 
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the  opportunities  and  options  available  to  him  in  the  development  of  his 
career  goals. 

The  fourth  variable:  "The  most  important  factor  in  career  advance- 

ment in  the  Air  Force  is  knowing  the  right  people"  shows  the  importance 
attached  to  knowing  the  individuals  who  can  and  do  assist,  and  who  advise 
the  career  minded  officer  in  the  pursuit  of  his  career  goals. 

The  final  variable,  "Compared  to  civilians,  I have  more  control  over 
my  career  progression"  shows  that  as  an  Air  Force  officer  he  perceives 
that  he  has  more  say  and  influence  over  his  career  advancement  than  he 
could  have  in  the  pursuit  of  a non-military  career. 

The  stepwise  multiple  regression  formula  identifies  an  officer  who 
has  a plan  for  his  future  career,  has  involved  his  wife  in  the  decision 
making  process,  considers  it  important  to  know  people  who  control  his 
assignments  and  individuals  who  can  advise  and  assist  him  in  pursuing 
his  career  goals,  a complete  understanding  of  the  use  of  the  Form  90, 
and  finally,  who  feels  that  Air  Force  officers  have  more  control  over 
their  career  progression  than  do  civilians. 

The  officer  identified  by  this  formula  accounts  for  fifty-seven  per- 
cent of  the  McConnell  respondents.  This  is  the  type  of  officer  that  gives 
credence  to  LeClercq's  statement  that  it  would  be  difficult  to  find  fault 
with  the  Air  Force  Career  Development  Program.  (LeClercq,  1973). 


CHAPTER  IV 


Discussion 

The  purpose  of  this  study  was  to  examine  the  relationships  between 
the  perceptions  and  opportunities  of  missile  officers  in  career  develop- 
ment. The  Career  Progression  Survey  was  employed  to  measure  the  feelings, 
attitudes  and  factual  knowledge  of  missile  officers  about  career  develop- 
ment. Through  the  use  of  various  statistical  analyses,  a composite  profile  I 

i 

for  the  McConnell  officer  was  generated.  j 

t 

This  profile  identified  the  officer  who  had  a plan  for  his  career  j 

j 

and  the  objectives  he  hoped  to  obtain.  This  officer  considered  it  impor-  j 

j 

tant  to  know  who  controls  his  assignments  and  how  to  get  the  necessary  j 

inputs  to  the  assignment  people  to  reflect  his  desires.  He  had  involved  j 

his  wife  in  the  formulation  of  his  plans  and  objectives  through  the  wives'  | 

I 

briefings  by  the  Missile  Management  Working  Group.  He  realized  the  im-  j 

portance  of  knowing  the  individuals  who  could  assist  and  advise  him  in  j 

the  pursuit  of  his  career  goals  and  felt  that,  as  an  officer  with  positive  j 

career  intent,  he  had  more  control  over  his  career  than  do  civilians.  jj 

The  results  and  analysis  of  this  study  have  shown  that  career  devel-  jj 

opment  for  missile  officers  in  the  Air  Force  is  an  active,  ongoing,  vital  1 

program  that,  when  properly  employed,  can  produce  officers  who  are  not  jj 

only  meeting  their  individual  career  objectives  but  are  also  more  effec- 
tive, efficient  resources  for  the  Air  Force.  When  the  missile  crew  mem- 
bers  become  acquainted  with  the  MPC  career  monitors  and  the  Missile  Man-  ] 

agement  Working  Group  and  understand  their  personnel,  objectives,  and 
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publications,  they  are  able  to  plan  realistic  career  objectives  and  con- 
sequently are  more  likely  to  obtain  those  goals  in  their  personal  career. 

The  hypothesis  that  officers  with  multiple  weapon  system  experience 
will  perceive  career  development  programs  of  the  Air  Force  and  SAC  more 
positively  than  his  single  weapon  system  counterpart  was  not  proven  con- 
clusively because  of  the  small  number  responding  who  had  multiple  weapon 
system  experience.  Thus,  the  small  sample  size  did  not  enable  the  study 
to  prove  the  hypothesis  with  any  statistical  significance.  However,  it 
was  determined  by  a close  examination  of  the  officers  with  prior  missile 
and  maintenance  experience  that  their  awareness  of  career  development  in- 
creases as  they  advanced  into  their  present  position  as  a missile  crew 
member.  The  discriminate  analysis  between  officers  at  their  first  active 
duty  station  and  those  at  a second  or  subsequent  duty  station  (which  in- 
cluded former  crew  and  maintenance  officers)  showed  that  the  officers  at 
their  second  active  duty  station  expect  to  actively  pursue  an  assignment 
using  all  available  avenues  of  assistance.  This  group  of  officers  had 
also  attended  a Missile  Management  Working  Group  briefing.  These  two 
discriminators  show  that  the  officer  who  has  had  previous  experience  with 
career  development  initiates  career  action  using  a wide  variety  of  the 
programs  available. 

Those  officers  at  their  first  active  duty  station,  and  therefore 
without  previous  missile  experience,  were  also  seeking  ways  to  plan  their 
career  objectives.  However,  the  findings  of  the  discriminate  analysis 
show  that  though  these  officers  knew  a member  of  the  Missile  Management 
Working  Group,  they  had  not  attended  a Missile  Management  Working  Group 
briefing.  They  were  actively  soliciting  another  assignment  and  used  the 
Missile  Career  Development  Handbook  in  their  planning  and  believed  that 
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progressing  through  the  line,  instructor  and  standboard  positions  were 
the  best  possible  avenues  for  them  to  take  to  influence  their  next  as- 
signment. The  first  active  duty  station  officers,  unlike  other  officers, 
viewed  accepting  an  assignment  to  a Northern  tier  base  as  a good  career 
move. 

The  second  hypothesis,  that  officers  who  have  been  on  a crew  for  an 
extended  time  have  more  knowledge  concerning  career  development  programs 
and  will  place  more  value  in  using  them  to  achieve  projected  career  goals, 
was  supported  statistically  in  several  analyses.  First,  the  discriminate 
analysis  between  MCCC,  officers  who  had  been  on  crew  for  eighteen  to  forty- 
eight  months  or  more,  and  DMCCC,  officers  with  a Combat  Ready  Time  of  less 
than  eighteen  months,  indicates  that  MCCC  have  attended  a Missile  Manage- 
ment Working  Group  briefing  and  believe  that  the  Form  90  offered  them  am- 
ple opportunity  to  express  their  career  desires.  As  a missile  officer's 
length  of  service  increased,  so  did  his  opinion  that  career  advancement 
opportunities  are  greater  in  the  missile  career  field  rather  than  in  the 
support  fields  of  the  Air  Force.  Based  on  the  number  and  percentage  of 
officers  who  felt  that  missiles  offered  them  more  advantages  for  promotion 
and  career  advancement,  it  is  suggested  that  this  realization  has  led  some 
of  the  respondents  to  specialize  in  the  missile  career  field.  This  spe- 
cialization, according  to  the  respondents,  includes:  1)  a tour  of  duty 

in  another  missile  weapon  system  to  give  them  multiple  weapon  system  ex- 
perience and  2)  advancing  from  line  to  instructor  and  on  to  standboard 
crew. 

The  three  open-ended  questions  administered  in  the  Career  Progres- 
sion Survey  dealt  with  assignment  objectives  and  planned  progression  in 
their  present  wing.  A majority  of  the  responses  to  the  wing  progression 
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variable  showed  a definite  trend  towards  the  accomplishment  of  the  ad- 
vancement through  the  crew  positions  and  through  the  line,  instructor 
and  standboard  positions  with  a continuation  into  staff  positions  with- 
in the  wing.  The  officers  perceived  this  specialization  as  beneficial 
in  future  assignments,  putting  them  on  an  equal  basis  with  rated  per- 
sonnel for  promotion  opportunity. 

A third  hypothesis  evaluated  the  officer's  perceptions  of  the  value 
of  the  Missile  Management  Working  Group  as  he  progresses  from  line  crew 
to  instructor  and  standboard  crew.  Once  again,  due  to  the  limited  num- 
ber of  respondents  fulfilling  the  position  criteria,  these  findings  were 
not  statistically  significant.  However,  the  response  to  the  variable 
concerning  progression  through  crew  position  within  the  wing  and  its 
correlation  with  the  Missile  Management  Working  Group's  advice  and  other 
career  development  variables  showed  that  it  plays  an  important  role.  This 
also  appears  as  a discriminating  variable  in  several  of  the  discriminate 
analyses,  i.e.,  McConnell  AFB  respondents  vs.  the  Malmstrom  AFB  respondents 
and  the  first  active  duty  station  officer  vs.  the  second  or  subsequent  duty 
station  officer. 

The  fourth  hypothesis,  that  the  MPC  career  monitors  play  an  important 
role  in  the  formulation  of  missile  officers'  goals,  was  supported  by  the 
career  development  awareness  of  Malmstrom  officers.  In  the  results  of 
the  stepwise  discriminate  analysis  between  the  two  bases,  McConnell  and 
Malmstrom,  more  crew  members  from  Malmstrom  were  volunteers  for  missile 
duty  than  at  McConnell.  Additionally,  more  Malmstrom  crew  members  had 
read  the  Missile  Career  Development  Handbook  and  were  using  it  in  the 
planning  of  their  career  objectives.  Three  other  variables,  "Progressing 
through  the  line,  instructor  and  standboard  positions  are  the  best  possibl 
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avenues  for  me  to  take  to  influence  my  next  assignment",  "The  Form  90  of- 
fers me  ample  opportunity  to  express  my  career  desires",  and  "The  knowl- 
edge of  the  MPC  career  monitors'  duty  to  provide  information  about  the 
missile  career  field  to  officers  in  other  fields"  discriminated  the 
Malmstrom  crew  members  from  the  McConnell  crew  members.  These  discrim- 
inating variables  all  deal  with  intricate  parts  of  career  development 
and  show  the  greater  awareness  that  the  Malmstrom  respondents  have  of  ca- 
reer development  and  its  functions.  Missile  crew  experience  and  its  per- 
ceived value  in  placing  the  crew  members  on  an  equal  basis  with  rated 
personnel  for  promotion  and  the  completion  of  a Form  90  prior  to  the 
taking  of  the  Career  Progression  Survey  discriminated  the  McConnell  re- 
spondents from  those  at  Malmstrom.  These  two  variables  had  a direct  re- 
lationship to  the  career  advice  the  MPC  offers  to  missile  crew  members. 
MPC  career  monitors  in  their  contacts  with  the  crew  members  stress  the 
importance  of  the  use  of  the  Form  90  as  a tool  to  inform  them  (MPC  ca- 
reer monitors)  of  the  officer's  career  desires  and  the  opinion  of  MPC 
that  missile  experience  will  give  the  missile  officer  an  advantage  or 
at  least  put  him  on  an  equal  basis  with  rated  officers  for  promotion. 

Unfortunately,  due  to  budgetary  constraints  the  Missile  Management 
Working  Group  is  unable  to  visit  and  consult  with  the  crews  on  a timely 
and  frequent  basis.  This  curtailment  requires  the  MPC  monitors  to  fill 
an  important  role  as  the  communications  link  with  the  officers  at  the 
operational  wings.  Because  of  the  limited  contact  of  the  Missile  Manage- 
ment Working  Group, the  MPC  career  monitors  provide  the  needed  assistance 
and  advice  to  the  crew  members  concerning  career  objectives,  job  avail- 
ability, and  future  assignments.  The  use  of  the  MPC  career  monitors  is 
only  limited  by  the  number  of  officers  who  know  about  the  program  and 


the  means  of  contact  with  MPC.  With  the  final  assignments  being  made  at 
MPC,  it  is  imperative  that  officers  understand  the  value  of  the  career 
monitors.  Their  help  can  prevent  the  formulation  of  unrealistic  or  un- 
obtainable career  objectives  and  assist  in  the  preparation  of  objective, 
professional  career  plans. 

The  regularity  and  frequency  of  visits  to  missile  wings  by  the  Mis- 
sile Management  Working  Group  and  its  correlation  to  the  perception  and 
use  of  career  development  programs  by  the  missile  crew  members  is  the 
final  hypothesis  examined  by  this  study.  The  examination  of  the  dis- 
criminate analysis  between  the  two  bases  showed  a greater  career  develop- 
ment awareness  on  the  part  of  the  Malmstrom  crew  members.  An  obvious 
reason  for  this  greater  awareness  was  the  visit  to  Malmstrom  by  the  Mis- 
sile Management  Working  Group  in  the  year  prior  to  the  collection  of  the 
data.  While  the  Malmstrom  crew  members  had  the  benefit  of  a visit  by 
the  Working  Group,  the  McConnell  crew  members  had  not  been  visited  since 
1973.  Another  collaborating  discriminator  was  the  variable,  "Have  you 
ever  attended  a Missile  Management  Working  Group  briefing",  which  in 
the  discriminate  analysis  between  MCCC  and  DMCCC  was  answered  positively 
by  the  MCCC  and  negatively  by  the  DMCCC.  This  shows  the  length  of  time 
between  visits  had  exceeded  eighteen  months,  the  normal  time  before  DMCCC 
upgrade  to  MCCC.  It  can  clearly  be  seen  that  there  is  a definite  re- 
lationship between  the  visits  by  the  Missile  Management  Working  Group 
and  the  career  development  awareness  of  the  missile  officers. 

With  the  distinction  between  the  MCCC's,  who  have  attended  the  Mis- 
sile Management  Working  Group  briefings,  and  the  DMCCC1 s,  who  have  not, 
comes  a career  management  problem.  To  whom  are  the  DMCCC' s going  for 
career  planning  advice  and  assistance?  In  order  to  make  positive. 
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realistic  career  decisions,  the  MCCC's  were  consulting  the  MPC  missile 
career  monitors  and  the  Missile  Management  Working  Group.  But,  now  the 
Working  Group  is  scheduling  visits  to  the  operational  bases  with  a stan- 
dard of  twenty-four  months  between  visits.  The  present  DMCCC's  are  go- 
ing to  upgrade  to  MCCC  within  eighteen  months.  As  time  passes,  the  MCCC's 
who  responded  positively  to  the  attendance  at  a Working  Group  briefing 
will  move  on  into  other  positions  and  bases  and  their  place  will  be  taken 
by  MCCC's  who  have  never  had  the  benefit  of  the  exposure  to  the  Missile 
Management  Working  Group's  briefings  and  consulting.  These  MCCC's  will 
acquire  newly  upgraded  DMCCC's  who  also  have  never  visited  with  the  Work- 
ing Group;  thus  the  crew  will  be  totally  void  of  the  specialized  career 
assistance  the  Missile  Management  Working  Group  can  provide.  The  bi- 
annual visit  by  the  Working  Group  offers  the  crew  an  opportunity  to  ob- 
tain the  necessary  career  alternatives,  advice  and  assistance  from  the 
members  of  the  Working  Group;  but  during  a four  year  tour  of  duty,  a mis- 
sile crew  member  could  visit  with  the  Working  Group  a maximum  of  twice. 
Certainly  an  individual's  career  planning  requires  that  expert  assistance 
and  input  be  available  on  a more  convenient  and  consistent  basis  than  the 
present  schedule  offers. 

To  give  more  missile  officers  additional  opportunities  to  consult 
with  the  Missile  Management  Working  Group  in  a face  to  face  situation, 
it  will  be  necessary  to  increase  the  visibility  of  the  group.  To  do 
this  it  is  crucial  to  make  the  Working  Group  a full  time  travel  team. 

At  present,  the  members  are  volunteers  who  hold  down  the  responsibili- 
ties of  a full  time  job  and  also  the  responsibilities  of  the  Working 
Group's  schedule.  By  making  the  Working  Group  a branch  of  the  Direc- 
torate of  Personnel  at  SAC  Headquarters  it  would  be  possible  to  schedule 
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a visit  to  each  of  the  SAC  missile  bases  a minimum  of  once  a year.  This 
greater  visibility  can  only  bring  about  greater  career  development  aware- 
ness to  the  SAC  missile  crew  force. 

An  additional  course  of  action  for  solving  the  problem  of  career  in- 
formation dissemination  to  crew  members  would  be  to  include  a course  in 
career  development  in  the  upgrade  program  to  MCCC.  An  effective  and  eas- 
ily standardized  means  of  instruction  would  be  the  video  taping  of  sev- 
eral programs  concerning  career  development  for  missile  officers.  Pre- 
sently, the  Air  Force  uses  "Palace  Flicks"  to  bring  programs  of  general 
interest  to  members  of  the  Air  Force.  By  utilizing  this  concept,  SAC 
could  produce  programs  pertaining  to  career  development  opportunities 
available  to  the  missile  officer.  Thus,  SAC  would  insure  that  missile 
officers  were  informed  and  prepared  to  formulate  realistic  career  ob- 
jectives. Presented  in  an  informal,  yet  informative  manner,  this  series 
of  programs  could  fill  the  hiatus  between  visits  by  the  Missile  Manage- 
ment Working  Group  and  direct  the  officers  to  the  MPC  missile  career 
monitors  for  advice  and  assistance. 

Topics  for  inclusion  in  the  career  development  series  should  include 
but  not  be  limited  to:  MPC:  Your  Career  Monitors;  The  Missile  Management 

Working  Group;  The  Missile  Career  Development  Handbook;  Special  Duty 
Assignments  for  Missile  Officers;  The  Missile  Career  Field;  Career  Broad- 
ening; and  Progression  Through  the  Wing.  These  programs  should  become 
an  intricate  part  of  every  MCCC  upgrade  program  to  insure  that  MCCC's 
are  knowledgeable  in  the  area  of  career  opportunities  and  are  capable  of 
offering  reliable  advice  to  other  officers  who  might  seek  his  assistance. 

The  study  showed  repeatedly  that  the  career  development  of  missile 


crew  members  is  greatly  enhanced  by  the  use  of  the  MPC  missile  career 


monitors  and  the  Missile  Management  working  Group.  Their  continued 
availability  to  crew  members  and  the  ongoing  education  of  crew  mem- 
bers concerning  career  development  is  important  to  both  the  crew  mem- 
bers and  to  SAC.  With  aggressive  and  creative  career  development  pro- 
grams, the  continuation  of  efficient  and  effective  officers  serving  on 
missile  crews  will  be  assured. 


CHAPTER  V 


Summary  and  Conclusions 


The  perceptions  and  opportunities  of  missile  combat  crew  officers  in 
the  development  of  their  careers  was  the  subject  of  this  study.  Subjects 
from  two  operational  ICBM  missile  wings,  a Minuteman  and  Titan  II  weapon 
systems,  were  included  in  the  sample. 

Pertinent  literature  describing  present  programs  available  to  missile 
officers  in  the  area  of  career  development  were  reviewed.  Also  reviewed 
were  previous  studies  which  investigated  the  perceptions  of  Air  Force  of- 
ficers and  their  opinions  concerning  the  importance  of  career  development. 
Several  studies  focusing  on  the  missile  career  field  were  also  cited. 

The  data  was  compiled  from  responses  to  the  Career  Progression  Survey, 
with  a sample  size  of  156.  The  respondents  were  either  Missile  Combat  Crew 
Commanders  or  Deputy  Missile  Combat  Crew  Commanders. 

Analysis  was  performed  using  a Pearson  product-moment  correlation, 
frequency  distributions,  stepwise  discriminate  analysis  and  multiple  re- 
gression analysis. 

The  findings  showed  that  missile  officers  perceived  that  their  oppor- 
tunities for  career  advancement  were  better  than  other  non-rated  officers 
cr  civilians.  The  more  time  an  officer  spent  on  a crew  the  more  knowl- 
edge he  obtained  concerning  career  development.  Multiple  weapon  system 
experience  along  with  progression  through  the  wing  crew  positions  (line, 
instructor  and  standboard)  were  viewed  by  the  respondents  as  objectives 
that  were  desirable  in  the  obtaining  of  their  career  objectives.  It  was 
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found  that  the  influence  of  the  Missile  Management  Working  Group  moti- 
vated the  officer  to  investigate  further  the  avenues  of  assistance  for 
his  career  development.  The  officers  had  read  the  Missile  Career  De- 
velopment Handbook  and  were  using  it  to  formulate  their  career  plans. 

The  knowledge  and  use  of  the  MPC  missile  career  monitors  was  also  found 
to  be  an  important  factor  in  the  development  of  career  objectives. 

The  officer  who  had  positive  career  intent  was  identified  as  hav- 
ing a plan  for  his  career  and  objectives  he  hopes  to  obtain. 

In  conclusion,  this  study  shows  that  the  career  awareness  of  missile 
officers  is  enhanced  by  the  introduction  of  career  information  by  MPC 
missile  career  monitors  and  the  Missile  Management  Working  Group.  The 
conversion  of  career  perceptions  into  career  opportunities  is  accomplish- 
ed when  the  missile  officers  have  the  necessary  information  and  points 
of  contact  to  change  their  career  plans  into  career  actions. 

Limitations  of  the  Study 

Due  to  a clerical  error,  the  career  intention  question  was  not  in- 
cluded in  the  instrument  administered  to  the  crew  members  at  Malmstrom. 
This  criterion  data  would  have  produced  the  necessary  responses  which, 
when  included  with  the  McConnell  data,  would  have  generated  a regression 
equation  for  the  positive  career  intent  of  all  missile  officers.  Also, 
these  responses  could  have  provided  additional  statistical  support  to 
the  areas  analyzed. 

The  findings  of  this  study  do  not  apply  to  all  Air  Force  officers. 
All  of  the  analyses  performed  and  their  results  are  pertinent  only  to 
officers  on  duty  as  missile  crew  members. 
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Recommendations 

1.  Increased  visibility  of  MPC  career  monitors,  through  frequent 
briefings  about  their  objectives  and  functions  to  all  officers 
by  base  level  career  advisors. 

2.  Increased  publicity  concerning  the  availability  of  SAC  and  Air 
Force  career  development  programs  to  the  missile  officers. 

3.  The  implementation  of  a course  in  career  development,  video  taped 
or  filmed,  into  each  MCCC  upgrade  program. 

4.  Increased  emphasis  on  aggressive  career  planning  assistance  by 
base  level  staff  and  their  encouragement  of  the  use  of  the  MPC 
career  monitors  in  the  formulation  of  career  objectives. 

5.  Continued  funding  of  the  Missile  Management  Working  Group  to  in- 
sure their  availability  to  the  crew  force. 

6.  The  institution  of  the  Missile  Management  Working  Group  as  a sep- 
arate and  permanent  branch  of  the  Directorate  of  Personnel,  SAC. 

7.  Yearly  visits  by  the  Missile  Management  Working  Group  to  opera- 
tional wings. 

8.  Increased  usage  of  the  Missile  Career  Development  Handbook  by 
crew  members  in  the  formulation  of  their  career  objectives. 

9.  The  dissemination  of  the  functions  and  results  of  the  Missile 
Management  Working  Group  to  other  commands  so  that  they  could 
initiate  a similar  career  development  program  for  their  special- 
ists. 
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As  a representative  member  of  the  United  States  Air  Force,  your  attitudes  and 
opinions  about  the  military  are  important.  The  purpose  of  this  questionnaire  is 
to  elicit  your  opinions  concerning  the  ouantity  and  accuracy  of  the  information 
available  to  you  which  can  affect  your  career  and  assignment. 

All  information  given  on  the  questionnaire  will  be  held  confidential.  No  identification 
of  individual  respondents  will  be  released  to  any  level  of  the  Air  Force.  Any  identi- 
fication requested  is  for  our  use  only;  it  will  enable  us  to  correlate  this  information 
with  other  data. 


INSTRUCTIONS 

Please  answer  all  questions  to  the  best  of  your  ability,  even  if  you  do  not  intend  to 
make  the  Air  Force  a career.  Circle  the  answer  that  you  think  is  correct  or  which  most 
ciosely  corresponds  to  your  feelings.  For  those  questions  which  ask  for  a written 
response,  use  the  back  of  the  page  if  more  space  is  needed. 
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1.  Rank: 

a.  01 

b.  02 

c.  03 

d.  04 
c.  05 


5.  Number  of  children 

a.  None 

b.  One 

c.  Two 

d.  Three  or  more 


2.  Time  in  service: 

a.  0-1  year 

b.  1-2  years 

c.  2-3  years 

d.  3-4  years 

e.  4-5  years 

f.  5-6  years 

g.  6-7  years 

h.  7-8  years 

i.  8-9  years 

j.  9+  years 

3.  What  is  your  total 
combat  ready  time? 

a.  0-6  months 

b.  7-12  months 

c.  13-1 8 months 

d.  19-24  months 

e.  25-30  months 

f.  31-36  months 

g.  37-42  months 

h.  43-48  months 

i.  49-54  months 

j.  55-60  months 

k.  months 

4.  Marital  status: 

a.  Married 

b.  Single 

c.  Engaged 

d.  Separated 

e.  Divorced 

f.  Widower 


6.  Age: 

7.  My  position  is: 

a.  MCCC 

b.  DMCCC 

c.  Staff 

8.  Status: 

a.  Regular 

b.  Career  reserve 

c.  Reserve 

9.  Rating: 

a.  Non-rated 

b.  Pilot  (rated  supplement) 

c.  Navigator  (rated  supplement) 

d.  Rated,  but  not  rated  supplement 

10.  Academic  status: 

a.  Bachelors  degree 

b.  Some  graduate  work 

c.  Masters  degree 

d.  Doctorate 

11.  I’m  in  the: 

a.  Line  crew  force 

b.  Instructor  crew  force 

c.  Standboard  crew  force 

d.  EWO  shop 

e.  Command  post 

f.  MPT 

g.  Site  commander’s  position 
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1 2.  Is  this  your  first  active  duty  station  (excluding  technical  school)? 

a.  Yes 

b.  No 

1 3.  Are  you  a volunteer  for  missile  duty? 

a.  Yes 

b.  No 

14.  Is  this  your  first  missile  assignment? 

a.  Yes 

b.  No 

15.  if  no,  what  was  your  previous  duty? 

a.  Minuteman  ere"/ 

b.  Minuteman  maintenance 

c.  Titan  crew 

d.  Titan  maintenance 

e.  Other  (specify) 

16.  Did  you  attempt  to  influence  your  assignment  to  missiles? 

a.  Yes 

b.  No 

1 7.  The  following  is  true  of  my  career  plans: 

a.  I'll  be  able  to  exert  enough  influence  to  ensure  that  ail  my  assignments  are  what 

I want. 

b.  With  a little  luck,  I'll  be  able  to  get  what  I want  a majority  of  the  time. 

c.  I’ll  take  what  I get,  I have  no  career  plans. 

1 8.  All  of  the  actions  necessary  to  influence  my  career  are: 

a.  Available  in  AFM  36-23 

b.  To  know  someone  who  makes  assignments 

c.  Available  from  MPC  or  the  Missile  Management  working  group 

d.  Beyond  my  reach 

19.  My  career  desires  expressed  on  my  Form  90  wili  be in  my  next  assignment. 

a.  Ignored 

b.  Read,  but  not  used 

c.  Considered 

d.  Followed 
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20.  The  first  place  I’d  go  for  career  advice  is  to: 

a.  Squadron  commander 

b.  MPC  (career  monitor) 

c.  Missile  Management  Working  Group 

d.  SAC  assignments 

e.  Wing  career  monitor 

21.  Asa  missile  crew  member  I expect  to: 

a.  receive  no  help  in  selecting  my  next  assignment. 

b.  Let  the  personnel  people  assign  me  according  to  the  needs  of  the  Air  Force. 

c.  Receive  the  “required”  assistance  and  leave  my  fate  up  to  the  computer. 

d.  Actively  pursue  an  assignment,  using  all  available  avenues  of  assistance. 

22.  As  a missile  crew  member,  in  my  next  job  assignment  I’ll  receive: 

a.  My  first  choice 

b.  A job  related  to  my  first  choice 

c.  One  of  my  first  three  choices 

d.  None  of  my  choices,  the  needs  of  the  Air  Force  come  first 

23.  As  a missile  crew  member,  if  I volunteer  for  Minuteman  I’ll  receive: 

a.  My  choice  of  base 

b.  My  choice  of  geographic  location  eg.  Northern  tier  vs  Southern  tier 

c.  An  assignment  based  upon  the  needs  of  the  Air  Force 

24;  The  MPC  missile  career  monitor’s  primary  duty  is  to  : [circle  applicable 
response(s)] : 

a.  To  ensure  all  special  category  assignments  are  filled  with  equal  numbers 

of  rated  and  non-rated  personnel. 

b.  Get  people  into  the  right  job  for  them. 

c.  Provide  information  about  the  missile  field  to  officers  in  other  fields. 

d.  None  of  the  above 

e.  All  of  the  above 

25.  The  Missile  Career  Development  Handbook: 

a.  Is  of  value  in  planning  my  career 

b.  Would  be  of  value  to  my  career  if  it  contained  more  information 

c.  Is  not  applicable  to  missile  crew  members 

d.  Not  familiar  with  it 

26.  Do  you  have  a specific  plan  for  your  future  career  assignments? 

a.  Yes 

b.  No 
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27.  Irves,  wh,»*  >-c  i'w  assignments7 


28.  What  is  vou*'  orojcctcd  career/crew  progression  m this  wing? 


29.  My  form  90  should  be  ^accomplished: 

a.  Once  a year 

b.  When  my  career  desires  change 

c.  Within  one  year  of  arriving  on  station 

d.  Each  time  I’m  promoted 

e.  All  of  the  above 

f.  None  of  the  above 

30.  I have  reaccomplished  my  form  90  within  the  last: 

a.  Three  months 

b.  Six  months 

c.  One  year 

d.  Nev'Y 

e.  I don’t  have  a form  90 

31 . My  form  90  is  seen  by: 

a.  CBPO 

b.  HQ  USAF 

c.  Military  Personnel  Center  (MPC) 

d.  SAC 

e.  All  of  the  above 


32.  The  MPC  Career  Monitor  for  missile  crew  members  is: 

a.  Capt.  Benson 

b.  Capt.  Duncan 

c.  Capt.  Nelson 

d.  Capt.  Kraft 

e.  Maj.  Tucker 

33.  The  Missile  Management  Working  Group  (choose  as  many  as  applicable): 

a.  Pu blishes  The  M issijc  Career  Development  Handbook 

b.  Provides  SAC  HQ  with  recommendations  on  how  to  manage  the  crew  force  better 

c.  Is  a section  of  the  Plans  and  Intelligence  shop  at  SAC 

d.  All  of  the  above 

c.  Not  familiar  with  them 
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3A  Which  of  ’.he  ro!!o\v'ng  Soecial  Dots  Assignments  (SDA)  is  specifically  for  missile 

CTW  r'e,v'  ors' 

a.  Education  with  'ndustry  (EWI) 

b.  A^RA 

c.  TOPHAND 

d.  Vissile  Notice 

e.  None  of  above 

f.  AH  of  the  above 

35.  The  Missile  Management  Working  Group  (check  applicable  one(s)) : 

a.  Visits  missile  wings  to  brief  personnel  on  the  missile  career  field 

b.  Prov’des  briefings  to  the  wives  on  miss’le  duty 

c.  Has  up  to  date  information  on  my  records  (career  brief) 

d.  Will  assist  me  in  finding  a desirable  iob 

e.  All  of  the  above 

f.  Not  familiar  with  them 

36.  Which  of  the  following  are  members  of  the  Missile  Management  Working  Group? 

(pick  as  many  as  applicable) 

a.  Capt.  Myers 

b.  Maj.  Harding 

c.  Capt.  Farkas 

d.  Capt.  Gould 

e.  None  of  the  above 

37.  The  Missile  Management  Working  Group  is  headquartered  at: 

a.  2nd  AF  HQ 

b.  1 5th  AF  HQ 

c.  SAC  HQ 

d.  MPC,  Randolph  AFB,  TX 

e.  Not  familiar  with  them 

38.  The  total  Objective  Plan  for  Line  Officers  (TOPLINE)  is: 

a.  An  early  out  program 

b.  A program  to  provide  long-range  goals  for  career  stability,  visibility  and  equity 

c.  A program  for  missile  officers  to  serve  in  a higher  headquartered  position  for  a year 

d.  For  rated  officers  only 

39.  Have  you  ever  attended  a Missile  Management  Working  Group  briefing? 

a.  Ves 

b.  No 

40.  Has  your  wife  attended  a Missile  Management  Working  Group  briefing? 

a.  Yes 

b.  No 

c.  Briefings  are  not  given  to  wives 

d.  Not  marned 
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41 . Have  you  ever  read  the  Missile  Career  Development  Handbook? 

a.  Yes 

b.  No 

c.  Not  familiar  with  it 

42.  I am  available  for  reassignment  after  [circle  applicable  answer(s)] : 

a.  Two  years  on  station  after  non-direct  duty  assignment 

b.  Four  years  on  crew 

c.  Three  years  on  crew,  if  I want  to  change  weapons  systems 

d.  The  amount  of  time  fluctuates , depending  on  manning  requirements 

43.  Are  you  actively  soliciting  another  assignment? 

a.  Yes 

b.  No 

44.  Briefly  describe  the  actions  you  are  taking  to  affect  that  assignment: 


45.  Did  you  choose  your  present  AFSC  (1825)? 

a.  Yes 

b.  No 

46.  Did  you  request  this  base? 

a.  Yes 

b.  No 

46a.  When  your  present  term  of  service  is  up,  do  you  think  that  you  will  stay  in 
the  Air  Force? 

a.  Definitely  not 

b.  Probably  not 

c.  Not  sure 

d.  Probably  will 

e.  Definitely  will 
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Directions  for  questions  47  through  66: 

O-1  'he  righ*  side  of  the  page  are  spaces  to  mark  whether  you  STRONGLY  DISAGREE,  disagree 
are  NIL' ' RAL.  agree  o:  ST  RONGLY  AGREE  with  the  statement.  Mark  each  statement  once  and 
only  once  with  your  opinion. 


w 
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47.  Having  missile  crew  experience  will 
give  me  an  advantage  over  other 
non-rated  officers  in  career 
progression. 

48.  Having  missile  crew  experience  will 
allow  me  to  compete  on  an  equal 
basis  with  rated  personnel  for 
promotion  opportunity. 

49.  Specializing  in  the  missile  career 
field  will  greatly  increase  my 
promotion  opportunity. 

50.  In  choosing  an  assignment  I feel 
that  the  Air  Force  is  looking  for 
specialists,  not  generalists. 

51 . Opportunities  fo'-  career  advance- 
ment are  greater  in  missiles  than 
in  the  support  field. 

52.  The  most  important  factor  in  career 
advancement  in  the  Air  Force  is 
knowing  the  right  people. 


53.  Progressing  through  the  line, 
instructor  and  standboard 
positions  are  the  best 
possible  avenues  for  me 
to  take  to  influence  my 
next  assignment. 


54.  Having  experience  in  multiple 
missile  weapon  systems  would 
be  advantageous  to  me. 

55.  Accepting  an  assignment  to  a 
Northern  tier  base  is  a good 
career  move. 


,7KW>!-  '®KC  ’**1 


56.  It’s  not  important  what  job 
you  have,  but  how  well  you 
pei form  in  that  position. 


57.  The  geographical  location  of 
an  assignment  is  most  im- 
portant to  me. 

58.  I am  more  interested  in  job 
advancement  than  job 
satisfaction. 

59.  When  I discuss  my  career 
with  a MPC  career  monitor 
I get  the  ‘‘party  line”. 

60.  The  form  90  offers  me 
ample  opportunity  to 
express  my  career 
desires. 

61 . A guarantee  of  assignments 
would  influence  my  career 
decisions. 

62.  The  Missile  Management 
Working  Group  briefings 
arc  valuable. 

63.  The  Missile  Management 
Working  Group  briefings 
for  wives  are  valuable. 

64.  Compared  to  non-missile 
personnel,  missile  crew  mem- 
bers have  more  control  over 
future  assignments. 

65.  Compared  to  civilians,  I 
have  more  control  over  my 
career  progression 

66.  Advanced  degrees  arc  important 
in  influencing  future  assignments. 
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30.  Do  you  have  a specific  plan  for  your  future 
career  assignments? 

a.  Yes  80.6%  86.1%  83.3%  90.2%  88.1%  89.2% 

b.  No  19.4%  13.9%  16.7%  9.8%  11.9%  10.8% 
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